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6. 
INTRODUCTION 
~ ~ !QB PERSONALITY MEASUREMENT IN ~ SELECTION PROCESS 
Management has, in recent years, become increasingly 
aware of the importance of personality as a determinant of 
an individual 1 s success or failure in his occupation or 
profession. A number of writers have presented facts and 
opinions recognizing the need for the right personality for 
the right job. A few excerpts from the writings of some of 
these men should serve to establish this point in the mind of 
the reader • 
••• many more executives fail because of personality 
problems than for want of technical skills - seven 
times as many according to a recent survey.* 
It has been shown by surveys of employment records 
••• that personality problems are the most common 
cause of discharge from employment,** 
Such investigations as those of Hunt and Brewer, 
which have been carried on with thousands of 
employees in a variety of industries, show that 
personality factors, rather than lack of ability 
on the job, are responsible for a large number of 
layoffs and failures to be promoted,*** 
It is readily apparent from information such as this, that 
the need exists in personnel selection procedures for some 
method of sampling an applicant's behavior patterns and 
appraising hie general adjustment. Only in this way can the 
* 67, p. 187. 
** 23, p. 483. 
*** 25, p. 162. 
large part of personnel turnover caused by personality factors 
be substantially reduced. 
Further, such measures should serve as an aid in 
placing the individual on the job for which he is tempera-
mentally best suited. Certainly we would not want to place 
the "overly-submissive" individual on a sales job, or the 
basically "introverted" individual in the customer service 
department where his primary job would be concerned with 
dealing with people. It may be that these examples of poor 
placement are somewhat naive, for in actual fact, our concern 
may be with whether or not a lathe operator is temperamentally 
suited to stand at his machine eight hours a day, or whether 
an operative in line for a promotion to foreman has the 
temperament for successfully working with those under his. 7 • 
The results of poor selection and/or poor placement 
procedures are manifested not only in increased turnover of 
personnel, but also in poor morale among fellow employees. 
Consider, 'for example, the overly-aggressive or belligerent 
typist who upsets the entire office force, or the factory 
worker with neurotic tendencies who acts anti-social to the 
members of the team with which he works. No matter what the 
specific case may be, it means increased cost to management. 
Therefore, just as we may measure an applicant's aptitudes, 
or general intelligence prior to selection, so we must also 
obtain a measure of his personality - his general adjustment 
8. 
and his behavior patterns. It is with this problem that the 
following pages are concerned. 
Sources 
As will be seen, ther.e are a number of techniques 
currently being used to sample an individual's personality. 
Some of these are concerned primarily with one characteristic 
such as leadership while others attempt to draw an elaborate 
personality profile of the subject - as he is often called. 
These techniques run the gamut from the traditional interview 
situation to the most modern of semi•projective techniques. 
A wealth of literature exists on the various methods 
available - their history, rationale, reliability, validity 
and so on. Nevertheless, a great problem exists in reviewing 
this printed information since it is widely scattered through-
out manuals, pamphlets, text-books, and periodicals. It has 
been from these sources, primarily, that this study has been 
constructed - not merely as a compilation of printed works, 
but as a guide to the understanding of the problems of person-
ality measurement, based upon that available information 
which the author has thought to be •f the ~reatest importance 
to a comparison of the manifold metLods currently in existence. 
Scope ~ Limitations 
In the main, we will be concerned with presenting 
to the reader descriptions of the various measurement 
9. 
techniques, and statistics regarding their reliability, 
validity, and, in appropriate instan.ces, their suscepti-
bility to "faking" - a difficulty encountered in some 
techniques which will be fully described in a later chapter, 
Such a procedure will serve to introduce to the reader the 
methods available and their applicability to the employment 
situation. 
It should be noted that the methods presented here 
do not constitute 
ence. Only those 
the complete bank of materials 
... t.'<t. 
measurement instruments 1seemed 
. ~ 
in exist-
to be of 
the greatest significance in personnel selection have been 
included. It is both an asset and a necessity that the scope 
of the report be limited in this manner since, in the case 
of inventories, for example, literally hundreds of individual 
forms have been developed since World War I.* Many of these 
have since fallen by the wayside while still others have 
received too little study or have found their best application 
in some area other than employment. 
A further limitation on the scope of this thesis is 
derived from the fact that personality measurement, if it is 
to be used as a predictor of job success, must be justified 
in each different employment· situation by relating the results 
of the measuring instrument to some criteria of job success.# 
Thus, to make effective use of any measurement device, it 
* 23, p. 486. 
# This does not hold true if the measurement device 
is concerned with adjustment as opposed to job success. 
10. 
must be validated for the specific purpose for which it is 
being used. Such a procedure demands competency both in the 
construction of criteria, and the processes of validation. 
Though these topics have great bearing on the problem at 
hand, they are beyond the scope of this thesis. The interested 
reader may find these subjects treated comprehensively in a 
number of fine reference books such as Industrial Psycholosy 
by Tiffin and McCormick.* 
* 25. 
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TRAIT PSYCHOLOGY: .~ 
APPROACH 1Q PERSONALITY 
11. 
CHAPTER ONE 
TRAIT PSYCHOLOGY - AN APPROACH 1Q PERSONALITY 
Although this thesis is not to be concerned 
primarily with the study of personality as such; it is, 
none the less, necessary to the study of personality measure-
ment that we first endeavor to establish the nature of this 
somewhat abstract entity we desire to measure. Just what 
is this thing called personality? 
Undoubtedly we have all hear~, and perhaps even 
used, such ambiguous statements as "Boy, that girl has a 
wonderful personality," or 11 He' 11 never get anywhere with 
that rotten personality of hisl" Expressions such as these 
are common vehicles for delivering our respect or contempt 
for other individuals, But what, exactly, do they mean? 
Perhaps we are trying to say that this particular girl has a 
pleasant disposition, that she has "good character" or 
perhaps that she has that peculiarly feminine appeal. Maybe 
we don't like this fellow's sarcastic attitude, his religious 
beliefs, or even the way he walks or smiles, But are these 
characteristics we are referring to really personality? The 
answer to this question must be a qualified one since these 
traits disposition, character, attitude -- though they 
certainly exist within the realm of personality, are but a 
mere sampling of the multitude of factors which contribute 
to the total concept of personality. 
12. 
Personality, then, is not some single esoteric 
characteristic of the person, Rather, it is a complex 
totality, referred to be Ruch* as "the total physical, 
intellectual, and emotional structure of the individual -
his physique, likes and dislikes, abilities, weaknesses, 
attitudes, ambitions and desires." 
Could it be that when we referred to the young 
lady as having a "wonderful personality" we were in fact 
saying that she has wonderful attitudes, wonderful desires, 
wonderful weaknesses, and a wonderful physique? Although 
this is quite possible, it is doubtful that this is the 
picture we intended to convey. More probable, is that we 
were trying to say that this particular girl is "easy to get 
along with" or "nice to talk to." We can begin to see, then, 
the inadequacies of the popular concept of personality and of 
the use of the term, Therefore,let us further investigate 
the psychological concept of personality utilized in the 
selection process. 
Various approaches have been made to the study of 
personality; ranging from the pseudo-sciences such as phre-
nology and physiognomy through the various scientific concepts 
developed in the late nineteenth and twentieth centuries by 
such schools as the Behaviorists, Psychoanalysts, and 
Gestaltists. Though much has been made of the differences 
existing between the various scientific camps, in actuality, 
* 20, p. 30. 
13. 
the differences are found mainly in the approach taken to 
the study of personality rather than the basic concept of 
personality. The professor instructing fn the classroom 
might well utilize the Gestalt approach in understanding the 
students in his class, the research associate working with 
white rats will follow the approach taught by the Behavior-
ists, and the clinical psychologist will probably utilize 
the teachings of Freud and the Psychoanalysts. Each of these 
men is interested in personality, yet each may utilize a 
different approach to its study, 
Like the professor and his colleagues, the personnel 
man utilizes the concept that best fits his needs, This is 
known as the study of individual differences or "trait 
psychology,"* and is based on the premise that personality 
is composed of various elements which every individual 
possesses in varying degrees and which make him different 
from every other individual. As opposed to the concept of 
the Gestaltists Which looks upon personality as a whole 
larger than the sum of its immeasurable parts, trait psychol-
ogy, of necessity, views personality in terms of the 
measurable factors which contribute to the total entity, It 
is well to keep in mind, none the leas, that this character-
istic may be an inherent weakness in the theory of individual 
differences, The danger of this weakness lies in the 
* 20, p. 31. 
14. 
possibility of viewing the whole individual in terms of a 
single trait or even a few traits. More will be said on 
this subject in a later chapter. 
The reader has undoubtedly become aware of the 
all~inclusive nature common to both our definition of 
personality and to trait psycholosy. Obviously, when we 
speak of measuring an individual's personality, we are not 
speaking of his total physique, chemique, and psychique. If 
we are interested in John Smith's weight we need simply have 
him stand on a scale; if we are interested in the strength 
of his grip, we need only test it with a dynamometer. Like-
wise, as personnel men, we are not concerned with the activity 
of the candidate's adrenal glands in relation to his person-
ality. Therefore, the area of our interest must be the 
psych1que. 
Though it is true that our interest lies in the 
psychological make-up of the person, we cannot say that we 
are interested in the psych1que, as such, since this area 
involves not only the behavioral traits but also the 
aptitudes, abilities, intelligence and other factors for 
which we have special measuring instruments. 
Specifically, what we are endeavoring to measure 
has been termed character and tem2erament traits by one 
author,* and personality traits by others. Thus, we are 
concerned not with whether or not the job applicant has 
* 13, p. 44. 
15. 
"any personality," but rather with whether he is emotionally 
stable and mature; whether he is basically introverted or 
extroverted; whether or not he is a hypochondriac, aphasic; 
or perhaps even whether or not he is well disposed toward 
work. These traits are, of course, but a mere sampling of 
the many factors composing human behavior, "One study has 
listed in alphabetical order no less than 17,953 names of 
human traits."* 
~ ~ 2f Personality Measurement 1£ ~ Selection Process 
Having briefly investigated the psychological 
approach taken to personality measurement, we may now review 
its purposes when applied to personnel selection, Once 
again in this early stage of our presentation we are con-
fronted with conflicting views. Some writers such as Super** 
express the opinion that the purpose of personality measure-
ment is to separate the well adjusted individual from the 
maladjusted individual. The contention here is that the 
individual with poor general adjustment should be screened 
out or given professional help in resolving hie emotional 
problems, Also, there is the possibility that the individual, 
although he may not have the traits for one position, may 
be placed in a situation in which his personality traits are 
an asset rather than a liability, 
*Allport, G, w., and Odbert, H. S.: 
Psycholo~ical Monograms, vol. 47, No. 1, 1936, 
20, p. 3 . 
** 23, p. 485. 
Trait Names. 
as quoted from 
16. 
Other authorities, however, contend that person-
ality measurement offers much more to the personnel man 
than finding poor adjustment. These writers believe that 
beyond looking for maladjustment, there exist certain person-
ality traits which best fit an individual for a given job, 
The belief is that the personality traits of a job applicant 
can be measured, recorded as a profile, and then matched 
against a predetermined personality profile for the type 
of work for which the applicant is applying. Measurement 
in this sense, then, would not merely be concerned with poor 
personal integration, but rather with categorizing types 
of work according to the types of personality they demand, 
and then obtaining personality profiles of individuals, 
whether poorly or well adjusted so that man and job could 
be matched to insure the greatest degree of job success. In 
this context, personality measurement is quite similar to 
the measurement of abilities and aptitudes; the validity of 
the measurement must be obtained by relating the measurement 
to some criterion of job success such as commissions 
earned, job tenure, merit ratings, and so forth. 
Criticism £1 Personality Evaluation 
Much criticism has been forthcoming from the 
opponents of personality measurement in general, and espe-
cially when its use is to fulfill the second purpose mentioned. 
Let us first consider the criticism of the general idea, 
17. 
Some of the written criticism is based on the 
fact that personality per se is such an elusive, complex 
entity that it can hardly be measured. As we have already 
noted, psychologists are divided into schools concerning 
the study of personality. Now the contention is that if 
the basic concept of personality is .so far from being 
definite, how can we pretend to measure it? If it is so 
complex in nature, how can we pretend to "profile" a person 
after a few hours of examination? It seems to this writer 
that this argument is based to a great extent upon the 
problem of semantics. First of all, it may be reiterated 
that the approach taken to personality by those concerned 
with its measurement is that the personality is composed of 
many traits, and it is these traits which the measuring 
psychologist is concerned with. Therefore, it might be 
more correct to proclaim these methods as trait measurements 
rather than personality measurements. 
Other written criticism is concerned with moral 
implications of upidgeon-holing" people into little ca te-
gories, a move which some would say is a step toward 
Huxley's Brave~ World. Whyte* is one of these critics. 
However, he attacks not only this aspect, but also the 
feasibility of obtaining anything close to an actual measure-
ment of an individual's personality. The problem with this 
brand of criticism is that its foundation has been sunk in 
* 27, pp. 9, 42, 189-98, 201, 203-4, 217, 449-56. 
18. 
a sort of emotional mud. Somehow, the fact that placing 
an individual according to the needs and restrictions of 
his personality can be of great benefit to the individual 
as well as to business and industry, seems to have become 
lost in the opposition to the "company" and to change and 
progress in general. 
It should be pointed out that the methods avail-
able to us today, as imperfect as they may be, are·widely 
used by vocational counselors, clinical psychologists, 
rehabilitation centers, and many others, as an indispensible 
aid in helping individuals to achieve the best adjustment. 
Further it should be pointed out, as was done by Beamish* 
that: 
11 The fact that accurate personality evaluation 
is difficult to obtain is an argument for more, 
not less, effort to obtain it." 
The criticism raised against the use of measuring 
devices to establish occupational personality patterns is 
of a much more profound nature since it is based upon 
empirical evidence. Representative of reports on the 
subject is that by Super: 
"Although it has been assumed that there should 
be linear correlations between certain person-
ality traits and success in some occupations, 
for example social dominance and selling, 
submissiveness and bookeeping, introversion 
and research or writing, such relationships 
have in fact been found in very few occupations: 
a somewhat higher degree of dominance has been 
* 68. 
19. 
found in salesmen than in clerical workers, 
but otherwise few significant differences have 
been reported."* 
This quote by Super is followed by his suggestion 
that the reason for these poor results may be that "person-
ality is not related to occupational choice and success in 
the commonly expected manner."** Although this assumption 
may be true, it seems to be presumptuous to assume that it 
1! true. A great many variable factors exist which may be 
the cause or causes of the poor results presented in the 
reports considered by Super. Perhaps the wrong traits were 
being considered of importance to the occupations studied, 
or perhaps the fault was in the inadequacies of the methods 
' 
of measurement employed. In any event, it seems that a good 
reply to this type of criticism would be to repeat the quote 
of John C. Beamish already presented regarding the need for 
increased effort in obtaining accurate personality evaluation. 
Though the accumuiated evidence weighs heavily 
against the use of personality measurement as a determinant 
of job success, there have been a number of enthusiastic 
proponents of this procedure who have presented evidence in 
its support. It is significant that these favorable reports 
have been, for the most part, of recent investigations. 
* 23, p. 484. 
** 23; p. 484. 
20. 
Some such reports are those by Cox* who found success in 
the Harrower Multiple Choice Test for selecting sales 
persons for a. department store; Steiner,** who claims that 
occupational characteristics are beginning to emerge from 
recent Rorschach studies; Beamish,*** who tells of the 
success achieved a.t the Milwaukee Gas Light Company with 
a battery of pereona.lity teste; and Brewer,**** who eta.tes, 
11 
••• clinical psychology hae made a major 
contribution to personnel appraisal with 
its techniques for exploring motivations 
and dynamics." 
These problems will be further discussed in the 
final chapter of this report. 
* 75, pp. 1, 357-63. 
** 82, pp. 12, 171-74. 
*** 68. 
**** 72, pp. 235-43. 
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Of all the existing methods available for employee 
selection and personality appraisal, probably none has 
found such wide general use as the interview. Though the 
subjectivity of this technique has been detrimental to its 
validity in some instances, it has many attributes which 
justify its almost universal acceptance. Obviously, there 
can be no more efficient method of examining an individual's 
manners, dress, or speaking voice than to meet with that 
individual in an interview situation. In the selection 
process, there is the further advantage of allowing the 
applicant an opportunity to obtain information about his 
prospective employer. Therefore, despite its many limita-
tions, the interview occupies an extremely important place 
in most employment offices. Our concern, however, will be 
limited to its use as a method of sampling behavior and 
soliciting information which will give us a picture of the 
individual's personality. 
Definition 
For practical purposes, we might say that every 
one of us is an experienced interviewer and interviewee. 
Every day of our lives we interact with others in our social 
and business environment in ways that may be justifiably 
22. 
termed interviews. Whenever we solicit information from 
. others or others inquire of us, we are involved in an 
interview-type situation. The interview, then, is an 
interaction process between two individuals in which one 
person, the interviewer, is attempting to gain information 
from and perhaps about a second person, the respondent. 
Obviously, the interview, as we think of it in 
its more formal application, possesses further defining 
characteristics. Authors Kahn and Cannell define the inter-
view as: 
" ••• a specialized pattern of verbal inter-
action - initiated for a specific purpose, and 
focused on some specific content area, with 
consequent elimination of extraneous material."* 
The interview, then, is not merely an interaction process 
in which information is passed from one individual to 
another. Rather, it is a "specialized" process directed 
toward some definite goal. In seeking this goal, the 
interviewer attempts to limit the conversation to relevant 
data with the elimination of immaterial verbiage. 
Rules 
To best accomplish his task, the skilled inter-
viewer follows a few general rules designed to increase the 
degree of communication between the two participants by 
creating the most favorable atmosphere for such communication. 
* 16, p. 16. 
23. 
Some of these rules or principles will be briefly examined 
at this time. 
1. Before any words are spoken, the interviewer 
should have clearly established in hie own mind the purpose 
of the interview. This is not to say that the interview 
must necessarily be a highly structured one, only that the 
interviewer must have a predetermined idea of what type of 
information he is seeking. 
2. The interviewer must gain rapport with the 
interviewee -- he must make him feel at ease. This is 
achieved through various means such as rising to greet the 
applicant, politely offering him a seat, informing him that 
he may smoke (if such is the case), opening the conversation 
on a topic familiar to both parties, or a combination of 
these and many other techniques. 
3. Upon entering the interview situation, the most 
important rule becomes permissiveness -- allowing the 
respondent an atmosphere in which he may fully express him-
self without being judged or criticized. The interviewer 
must possess empathy. Although he may not sympathize with 
the individual, he must none the lese be able to project 
himself into the interivewee 1 e situation. Perhaps another 
way of putting it would be to say the interviewer must be 
understanding of the individual and his uniqueness. 
4. Closely related to the preceding principle is 
the necessity of eliminating bias from the interview. The 
24. 
interviewer can best accomplish this very difficult task 
by keeping his own views and opinions to himself. He 
• 
must keep not only his voice quiet, but also his facial 
expression, tapping foot, and any othe.r transmitter of 
acceptance or rejection which would motivate the respondent 
to design his communication to please the interviewer. 
Undoubtedly we might cite many more rules and 
regulations of good interviewing practice -- such as the 
need for motivation. What we have presented are but a few 
of the more important principles. For a more comprehensive 
study of the techniques of interviewing the reader will 
find many good specialized books such as ~ Dynamics 2f 
Interviewing by Kahn and Cannell.* 
Description of~ Methods. 
Though most interviewing has been done on an 
unplanned and unskilled basis, the trained interviewer 
utilizes three basic interview technique (plus their numerous 
modifications). These three types are generally known as: 
1. The planned or semi-structured interview. 
2. The patterned or structured interview. 
3. The non-directive interview. 
1. The Semi-structured Interview, Though this 
type of interview is not as fully planned as the structured 
* 16. 
25. 
type, it is none the less a great improvement over the 
haphazard unplanned "method. 11 Before entering into the 
interview, the interviewer decides upon the purpose the 
interview is to serve and the most effective method of 
conducting the interview in order to accomplish this task. 
Having such a basic plan to work from, the interviewer 
may then deviate from his basic plan with the knowledge 
that he may readily return to his basic pattern. Such a 
plan of flexibility allows the interviewer to follow-up 
any specific areas which he believes need further inves-
tigating. 
2. ~ Structured Interview. This interview 
type is based upon the premise that to be most efficient 
the interview must be accurately planned in advance of the 
actual situation. Thus, not only are general aims decided 
upon as in the semi-structured techniques, but specific 
goals are decided upon along with a plan of questioning 
predetermined to best meet these goals. 
One of the most common methods of structuring the 
interview is by the construction of an interview form such 
as that illustrated on pages 35-36. This list of questions 
or topics insures that the necessary information will be 
solicited and that interviews will be standardized to a 
high degree. The list itself serves as a guide for the 
interviewer to follow -- it does not limit the interviewer 
26. 
in the scope of his questioning. Often the interview 
form will provide space for the recording of the informa-
tion obtained. 
3. ~ Non-directive Interview. Though 
basically a counseling technique, this technique developed 
by Dr. Carl S. Rogers may be utilized in the employment 
situation. Primarily it best serves the purpose of further 
investigating any trouble areas which might be shown by 
personality tests or previous interviews. Its major 
function in the selection process, then, is to serve as a 
check on the other methods being utilized. 
The theory of the non-directive interview is 
that the respondent, if given the proper atmosphere will 
reveal a great deal about his true self. Though the tech-
nique does not demand the training of a psychologist, it 
does require the person to have a high degree of competency 
both in the methods employed and in the understanding of 
human behavior. These requirements, however, are not 
limited to this technique but rather are the requirements 
of good interviewers in general. 
To create that atmosphere conducive to the free 
flow of information the interviewer first establishes 
good rapport as he would do in any other interview tech-
nique. When adequate ease and trust have been established 
between the two parties, the job applicant is directed 
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toward the subject area of the interview, From this point 
he is allowed to talk freely with the aid of the inter-
viewer who paraphrases critical statements, nods, agrees, 
and most important of all -- understands, 
The following "aids" have been presented by one 
author as means to facilitate the non-directive procedure,* 
1, Give your entire attention to the applicant, 
2. Listen attentively and resist the temptation 
to talk. 
3. Never argue. 
4. Do not interrupt or change the subject 
abruptly. 
5. Use questions sparingly, but for purposes of 
keeping the candidate talking, filling a g,av in 
the story, obtaining more specific information, 
and checking conclusions, 
6, Allow pauses in the conversation, but inter-
ject some non-directive comment if the pause 
becomes uncomfortable, 
7. Phrase responses briefly. 
8. Keep conversation at level suited to auplicant. 
9. Try to appreciate the applicant's underlying 
feelings. 
* N, A. Moyer: "Non-directive Employment Inter-
viewing," Personnel, March, 1948, pp, 383-87 as quoted in 
15, p. 171. 
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10. Diplomatically and carefully talk to 
applicant who seems to be withholding information. 
Studies 2£ Validity !E2 Reliability 
Numerous studies have been published over the 
years which would seem to disqualify the interview as an 
effective method of appralsing job candidates, Although 
such studies have been concerned chiefly with the stand-
ard interview situation as opposed to the interview as a 
personality measurement device, the results of a few 
representative studies will be presented at this time. 
The reason for this is the author's belief that whether the 
interview is formally directed toward the measurement of 
personality traits or not, it is these factors which are 
the major concern of the interview situation. 
Representative studies made previous to 1940 have 
been summarized by Bingham and Moore in their book, li2! 1£ 
Interview,* The results of these studies were very 
discouraging showing little or no correlation between inter-
view predictions and job success, and very little agreement 
among the Judgments of interviewers, It must be remembered, 
however, that these interviews were probably of a very 
unplanned, haphazard type, and that since the time of the 
Bingham and Moore presentation a great deal of study has 
* 6, pp. 29-55. 
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been dedicated to the improvement of the interview as a 
selection tool. From this continued research has come 
not only the many rules, principles, and varied interview 
techniques already noted, but also a number of tools 
designed to increase the efficiency of the interview tech-
nique. 
In 1947 two reports were published which proved 
to be far more positive in nature. The first of these, a 
report by PitneY* on the validity of the placement inter-
view, cited one instance in which only 29 per cent of the 
candidates accepted at random for an aircraft warning unit 
center successfully completed the course, while 84 per cent 
of those selected by interview were successful in com-
pleting the course requirements. The second study was 
conducted by McMurray in an article entitled "Validating 
the Patterned Interview .•• Selected results from this study 
as presented by Jucius** are reprinted here. McMurray's 
studies may be taken as strong evidence of the potentialities 
of the interview when properly used. This particular study 
was concerned only with the patterned interview. 
It would be a mistake, however, to assume that 
this evidence is proof of the universal validity of the 
interview technique for such is certainly not the case. 
* Pitney, R. W.: Validity of the Placement 
Interview, Personnel Journal, vol. 26, pp. 144-45, as 
presented in 25, p. 53. 
** 15, p. 177. 
30. 
TABLE NO. 1. 
COMPARISON OF INITIAL INTERVIEW SCORE WITH SUCCESS RATING* 
(Men and Women Combined) 
Foremen s 
Success-on-the-job 
Ratine; 1 
6 8 
Outstanding ( 35.3%) (47 •. 1%) (17 .6%) 
2 
Above Average ( 1.2%) (53.0%) 
Below Average . (6.6%) 
Very Poor 
TABLE NO. 2. 
75 (45.2%) 
1 
(88.8%) 
( .6%) 
(4.6%) 
(14.8%) (85.21b) 
COMPARISON OF DRIVER INTERVIEW RATINGS 
WITH "PASS-FAIL" CRITERION** 
Interviewer's Ratings 
1 2 
Still in Service 6 15 (Successful (75.0%) (38.5%) 
Left Service Any 2 24 
Reason (Failures) (25.0%) {61.5%) 
Total Number Orig- 8 39 
inally Interviewed (100%) (100%) 
* Source: McMurray, R. N.: 
Patterned Interview. Personnel, June, 
presented in 15, p. 177. 
3 4 
12 2 
(26.1;1;) (13.3%) 
34 13 
(73.9%) {86.7%) 
46 15 
(100%) {100%) 
Validating the 
1947, p. 270. As 
** Souree: McMurray, R. N.: Validating the 
Patterned Interview. Personnel, June, 1947, p. 270. As 
presented in 15, p. 177. 
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In the same year the two studies just cited were 
published, another study published by the Department of 
Commerce, "found that interviews did not add to the pre-
diction of learning to fly among aircraft pilots."* 
Tiffin, in reviewing the weaknesses of the inter-
view, concluded that "the major deficiencies of the 
interview stem from one of three sources: from the method 
of interviewing, from the interviewer, or from the inter-
viewee. Efforts to improve the interview as a method of 
employment presumably should then be centered around these 
~ 
three aspects."** In line with this reasoning, we shall 
here examine the weaknesses, derived from each of these 
sources along with available methods for correcting these 
difficulties. 
1. ~ interview procedure. There is no doubt · 
but that the greatest.deficiency in interviewing methods 
has been the haphazard, unplanned procedures used by many 
interviewers. When such poor methods are utilized, there 
can be no reason to expect reliable or valid results. 
Consider, for example, the case of two candidates applying 
for the same job but being interviewed by two different 
interviewers. Without adequate planning, there is little 
chance that both interviewers, no matter how competent and 
experienced, are asking the same questions or obtaining the 
* 25, p. 53. 
** 25, p. 53. 
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same basic information about the applicant. Obviously, 
this situation greatly reduces the chances of gaining 
comparable material upon which the interviewers may base 
their opinions and decisions. Not only does the unplanned 
interview greatly reduce inter-rater reliability, but it 
may also reduce the reliability of appraisals made by the 
same interviewer at different times. 
Like results will also be found in the validity 
of interview results if this unplanned type of interview 
is used. The predictability of job success is based upon 
the obtaining of information which has proven to be of 
importance in predicting job success. It would be of 
little value in predicting job success to determine 
whether a man was basically introverted or extroverted if 
this trait had no relationship, one way or the other, to 
the job in question. 
As has been pointed out in the preceding chapter, 
however, our concern with personality measurement may be 
not for the purpose of predicting job success, but rather, 
for measuring the individual's general adjustment as it 
will affect his work environment and as his work environ-
ment will affect him. In this case, the validity of the 
interview would be judged on how successfully the inter-
view measures the traits it purports to measure rather 
than its ability to predict job success. 
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In either case, the importance of the inter-
viewer's judgment can readily be seen. The question, then, 
is how adequate are the subjective evaluations of the inter-
viewer? Perhaps the be~t answer to this question was a 
• 
summary of published studies presented by Wagner in 1949. 
The Wagner presentation involved a list of ninety-six 
traits or characteristics with reliability and validity 
coefficients as they appeared in the numerous studies on 
which the survey was based. Thirteen of the total ninety-
six traits are presented in the following table • 
. TABLE NO. 3. 
RELIABILITY AND VALIDITY OF JUDGMENTS OF SELECTED HU~~N 
TRAITS AND CHARACTERISTICS IN INTERVIEW-LIKE SITUATIONS* 
Trait or Characteristic 
Ability to Present Ideas 
Alertness 
Appearance 
Background, Family and 
Socio-Economic 
Inlt atlve 
Intelligence or Mental 
Ability 
Personallt 
se~ -conrl ence 
Soc ab~.l.l. t.: 
Soc a~ Aojustment 
Tact 
Over-all Ability 
Reliability 
.42 
.36 
.34 
.64 
·§7 
. 7 
.90 
.77 
.lj:I_ .72 
.26 
.71 .48 
.20 .26 
• 68 • 61 
.77 
.24 
.43 
.85 .55 
Validity 
.58 
.94 
.13 
.20 
.82 .• 45 
·;1 • 70 
.37 
.22 
.27 .21 .16 
.87 .23 
* Source: Wagner, R.: The Employment Interview: 
A Critical Summary. Personnel Psychology, vol. 2, 1949. 
pp. 17-46, as presented In 25, p. 6o. 
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Obviously the findings presented in this survey 
are inconclusive. Nevertheless, we are able to see that 
the different traits are represented by a number of signif-
icant differences concerning both the reliability and 
validity of interviewer ratings. We might assume from 
this evidence that the interviewer might be able to make 
much better judgments about some characteristics than 
about others. If such an assumption is itself valid, a 
great improvement would be possible in both the reliability 
and validity of the interview situation by including for 
appraisal only those traits which were shown to be more 
validly measured by the interview than by the other person-
ality measurement techniques. Further study is necessary 
in this area so that these traits can be more positively 
identified. 
Another method for improving the effectiveness 
of the interview is the use of standard interview tech-
niques -- especially the patterned interview. One of the 
most popular patterned interviews is that presented by 
Fear and Jordan in their manual for interviewers.* It is 
interesting to note that this form, designed for general 
usage, places greatest emphasis on personality factors. 
* Fear, R. A., and Jordan, B., Employee Eval-
uation Manual for Interviewer•• (New York, PsyChological 
Corporation, 1~), as presented in 25, p. 54-56. 
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1. Previous Experience 
a) Similar job duties? 
b) Required hand and machine tools? 
c) Same ttpe.materials? 
d) Similar working conditions? 
e) Same degree of supervision? 
f) Shown development on the job? 
2. Training 
a) Sufficient formal school education? 
b) Best-liked or least-liked subjects 
related to job requirements? 
c) Required mechanical, mathematical, or 
other specialized training? 
d) Required "on the job" training? 
e) Any special training since leaving 
regular school? 
3. Manner and Appearance 
a) Favorable, unfavorable mannerisms? 
(gestures, facial expressions, speech) 
b) General appearance satisfactory? 
(features, poise, dress, personal 
hygiene) 
c) Evidence of cultural background? 
(speech, courtesy~ interests) 
d) Voice and speech acceptable? 
e) Physical qualifications adequate? 
(height, weight, stamina) 
f) Any physical disabilities? 
g) Appear nervous, high-strung? 
h) Appear aggressive, self-confident? 
4. Sociability (Teamwork) 
a) Any job experience requiring special 
teamwork? 
b) Participate in school social activities? 
c) Take part in community affairs? 
d) Engage in any group recreation? 
e) Interests reflect liking for people? 
f) Appear friendly, the kind of person who 
can get along with others? 
5. Emotional Stability 
a) Friction with former supervisor? 
( • chip on shoulder" . or "sour grape" 
attitude) 
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b) Unsound reasons for leaving jobs? 
c) Unsatisfactory job stability? 
(easily dissatisfied or discouraged) 
d) Reasons for leaving school? 
(reaction to failure: frank or 
defensive) 
e) Difficult adolescent period? 
(parents divorced, all work - no 
play; etc.) 
f) Lonely, poorly balanced life now? 
(inadequate social contacts, etc.) 
6. Maturity 
a) Work after school or summers? 
(earliest contribution to family 
income?) 
b) Decisions dominated by family? 
(lean on family for moral support) 
c) Ever lived away from home? 
(had to make own way) 
d) Ever handle more than one job at a 
time? 
(economic drive) 
e) Good sense of responsibility? 
(considered transportation, wages, 
hours, family, in making change of jobs; how much life insurance) 
f) Why did he apply for work here? 
(any logical occupational goal) 
7. Leadership Capacity 
a) Ever had leadership experience? 
(in school, former job, community) 
b) Does he want to be a leader? 
(why) 
c) Seem like natural leader type? 
(dominate or inspire confidence, 
respect) 
d) Reasonably a8gressive, self-confident 
and self-sufficient? 
This particular interview form provides space 
for the recording of the interviewer's subjective eval-
uation of the applicant as above average, average or 
below average for each of the questions listed above. 
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Though this form along with others such as the 
Wonderlic* and McMurraY** types have found some degree of 
popular use, ,there is no reason why specialized forms 
cannot be constructed for use by individual companies. 
The point must be stressed, however, that such a procedure 
demands great care in validating the items of the inter-
view in order that immaterial and irrelevant data is not 
being solicited and utilized as being of importance in the 
appraisal of work candidates. If proper care is used in 
the construction of "personalized" patterned interviews 
and in their validation, they may, in fact, be expected to 
perform their tasks more efficiently than a form designed 
for general use. 
Another point of importance is that made by 
Yonge*** concerning the degree of standardization the 
, interview should possess. Yonge states: 
The interview should not be formless; 
yet if it becomes very restricted in form, 
it loses the essential character of the inter-
view; insofar as it takes on the nature of an 
impersonal psychological test, it is unable 
to use a spontaneous, dynamic interaction 
between two people as a means of relieving 
certain complex personality features. The 
sequence of the interview needs to be free, 
to allow for much spontaneity on the part of 
the interviewee, but the schematic interview 
chart should be completed after the interview, 
as recommended by Schmeltzer and Adams. 
* 48, pp. 537-46. 
** 63, pp. 263-72. 
*** 57' p. 27. 
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Mandell,* in discussing the standard interview 
technique, lists eight points which he believes compose 
the "standard interview procedure." These points are as 
follows: 
1. At least two and preferably three inter-
viewers are used; and, if possible, both 
field and home office officials partic-
ipate, 
2, A job description has been prepared, 
listing the specific duties of the job 
or jobs for which the applicant is being 
considered, 
3. On the basis of job analysis and other 
research findings, a qualifications 
description has been prepared, listing 
the specific qualifications needed for 
each job, the relative importance of these 
qualifications, and the level of ability 
needed on each. 
4. The interviewers, before speaking to the 
candidate, have familiarized themselves 
thoroughly with the jobs and qualifications 
and have prepared a list of the main areas 
they wish to cover in the interview. 
Equally important, they have analyzed all 
the information obtained about the appli-
cant from the preliminary interview, if 
any; ·the application blank or BIB (weighted 
application blank); and the results of any 
tests, reference checks, and medical exam-
inations -- and have noted inconsistent 
points and gaps in this information. 
5. In addition, the interviewers have been 
trained in the technique of the interview, 
including language and methods of ques-
tioning, observing the applicant, 
interpreting information, and reporting 
results. The actual interview, therefore, 
is conducted in accordance with recognized 
principles. 
* 62, pp. 42-48. 
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6. The interviewers later discuss their impres-
sions and come to an agreement. 
7. The interviewers report their findings and 
their impressions on a standard form. 
8, Finally -- and highly important -- follow-up 
studies are conducted to determine which 
interviewers are good interviewers (the poor 
ones are reassigned to other work or 
retrained), and to determine which items 
correlate with job performance and which do 
not, so that tbe contents and interpretation 
of the interview can be changed as necessary. 
One point worthy of further consideration at this 
time is number seven above. The standard form referred to 
is usually the rating scale of the type mentioned briefly 
in connection with the Fear and Jordan planned interview. 
It should be noted; however, that the ratin3 scale may be 
used with any type of interview; the form is a method of 
controlling the appraisals and not the information on which 
the appraisals are based, As in the case of the Fear and 
Jordan interview, though, the standard interview form and 
the standard ratlng scale may be combined, 
For purposes of comparison and clarification 
another rating scale is presented here which is not combined 
with an interview form, This scale is an excerpt from a 
simple rating scale published by Science Research Associates. 
(Fig. 1, p. 40.) 
Other methods have been devised fat· the purpose of 
improving the effectiveness of the interview appraisal, and 
will be presented under a separate heading in this chapter. 
• ~ 
NM€ ________________________________ ___ DATE.~, --------~------------------
How does his appearance ilnpress you? 
Nakes a very poor 
impression; slov-
enly, unkempt, or 
flashy. 
So~what careless 
about clothes and 
appearance. 
Clothes and ap- Creates a bet-
pearance are or- ter than aver-
dinary; neither age appearance. 
shabhy nor excep-
tional, 
How well does he talk? Does he express himself clearly and adequately? 
Very good expres-
sion. and speech; 
forceful and effec-
tive. 
Good expression; 
talks deliberately 
and fairly fluently. 
Average expres-
sion; talks fairly 
well but not with 
great fluency. 
Poor expression; 
tries to express 
himself but does 
not succeed very 
well. 
How sociable and friendly is he? Does he seem to be a good mixer? 
Unfriendly, unso- Somewhat re-
ciable, or bashful. served or retiring. 
* 25, p. 6). 
Friendly but not Friendly and 
overly expressive. quite expressive, 
FIGURE 1 
Creates an ex-
cellent appear-
ance; clothes 
are neat and 
appropriate. 
Very poor ex-
pression; talks 
little and doesn't 
express self well. 
Extremely so-
cial; treats new 
acquaintances as 
if they were old 
friends, 
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2. 1h! Interviewer. The interview can be no 
better than the person who conducts it. This is true of 
all types of interviews, but it is especially so of person-
ality appraisal interviews. Suppose, for example, we had 
an excellent patterned interview and rating scale found to 
be highly valid for our particular needs; and suppose 
further that we gave this form to three individuals -- a 
psychologist, an experienced but untrained employment inter-
viewer, and a plant foreman -- with instructions to interview 
and rate a single candidate for employment. Even with the 
aid of these tools designed to increase the interview 
reliability, the chances are more than good that we would 
find extensive disagreement between the three reporters 
concerning the personality traits of this job applicant. 
The difficulty here is twofold. In the first place, the 
three men will vary in their ability to elicit the needed 
information from the respondent, and in the second place, 
they will vary greatly in their ability to interpret com-
parable data and therefore in their ability to effectively 
rate the candidate. In personality appraisal, therefore, 
the interviewer must be trained both in interviewing proce-' 
dures and in the psychology of personality. 
Authors Fear and FoleY* in an article concerning 
the interview as a method of selecting salesmen, express 
* 37, pp. 40, 90, 95. 
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their belief that the capabilities of the interviewer are 
determined not only by training, but also by a number of 
characteristics which the interviewer must possess. 
1. The man should be reasonably intelligent. 
His mental level should be as high or 
higher than that of any applicant for the 
••• job, so that he, as an interviewer, 
will always be able to cope with the 
situation. 
2. He should be analytical in his thinking 
as well as critical in his judgment. Only 
in this way can he properly evaluate all of 
the negative as well as positive factors, 
and arrive at hie considered opinion. 
3. He should be extremely sensitive in social 
situation -- quick to perceive the implica-
tions in the remarks of others, and sensitive 
to the slightest nuances of expression, 
qualification or remarks, and other cues 
which may come to light in the interview 
situation. 
4. A required characteristic is extroversion, 
or ability to meet and get along with people. 
Since the very essence of his job involves 
social contacts, he must be the sort of 
person who meets others readily and enjoys 
working with people. 
5. A fifth qualification is adaptability. By 
no means inflexible in his thinking and 
attitudes, the good interviewer must keep 
an open mind, and must be able to adjust to 
a variety of applicants. 
6. The interviewer must be extremely mature as 
a person. He must show "good horse sense" 
or sound pract1cal.Judgment, and must be 
quite stable emotionally. 
Another list of qualifications has been presented 
by Jucius.* This second list, although quite similar in 
* 15, p. 178. 
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content to that of Fear and Foley, has a number of vari-
ations which might be worth noting. This second grouping 
will be presented here so that comparisons may be made. 
It should be pointed out that Jucius presents his list 
with the recognition that variations must be allowed when 
needed. 
1. A suitable background of experience similar 
to that of those who are to be interviewed. 
2. Maturity of action and viewpoint, so that 
others unconsciously tend to assume an 
attitude of confidence and co-operation. 
3. Experience and training in "sizing-up" 
people from their behavior and actions (as 
opposed to mere physical build or appear-
ance). 
4. A combination of an objective viewpoint and 
an appreciation of human feelings and attitude. 
5. Good judgment, so that the "chaff may be 
separated from the wheat" during the inter-
view and so that the proper weight is 
assigned to information obtained from the 
interview in relation to other sources of 
information. 
6. An abil~ty to work through organizational 
channels with supervisors and other exec-
utives. 
7. An ability to plan the work of interviewing 
and to see the total as well as individual 
implications. 
Though both of these lists of characteristics 
·have good.!!£! validity, there 1s enough variation 
between the two to incite some amount of honest inquiry. 
For instance, the reader will note that the first item 
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on the latter list, the need for comparable backgrounds 
of experience, was· not included in the former. Atrd, in fact, 
there may be little, if any, need for such similarity 
between interviewer and interviewee. The probability exists 
that the need for this particular trait is based upon insuf-
ficient study and perhaps even on pure assumption. Mandell,* 
another of the many authors presenting lists of basic char-
acteristics, states somewhat of a compromise requirement in 
this particular area by pointing out the fact that although 
the interviewer needs a thorough knowledge of the jobs for 
which he is interviewing, the practice of using interviewers 
who have done the job themselves may produce undesirable 
results because such people often have only a limited per-
spective on the many other kinds of backgrounds and 
characteristics that may be equally suitable for the job." 
No attempt will be made by this author to settle this issue. 
The conflicting views on this point have been presented only 
to show that weaknesses do exist and must be recognized. 
But there are also consistencies throughout the 
concepts of the various authors which lend weight to a 
number of the presented trait requirements such as maturity 
or the lack of extreme biases. In general, however, the 
wisest approach would seem to be that of authors Kahn and 
Cannell* who report the following: 
* 16, p. 234. 
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The research that has been done on char-
acteristics of successful interviewers is 
fragmentary, but it does not substantiate the 
idea that either inborn talent or rote knowledge 
of things to do and to avoid determines excel-
lence in interviewing, 
••• some people are more likely to be 
successful interviewers than others, partly 
because of their personality traits, but more 
because they somehow have learned how to create 
the psychological atmosphere in which respondent 
communication flourishes, The essential quality 
required to establish such an atmosphere is a 
sensitivity to human relationships, especially 
those relationships characteristic of the inter-
view, 
Obviously there is some conflict in the opinions 
of various writers on this subject, and it might be best 
to be somewhat skeptical of any Job requirements unless they 
have been validated by oneself or by some competent authority. 
On the other hand, as has already been stated, there is 
sufficient consistency in the studies that most of the pre-
sented information may be accepted as an effective guide to 
the selection of interviewers. 
We have thus far been talking in terms of inter-
viewers in general while our actual concern is with what we 
might call "personality evaluators." This more specialized 
type of interviewer must possess not only the requirements 
of the information-getting interviewer, but he must also be 
a student of human behavior. Just what is meant by this is 
difficult to explain since both the type of interview to be 
used, and the purpose of the interview will set the demands 
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on the degree of sophistication the interviewer should 
possess. For example, if we are interested in obtaining 
information regarding the dress, manners, voice, etc. of 
a job applicant, there ls no need for more than a competent 
interviewer. If, however, we are concerned with character 
disorders, neuroses, and the like, or with the clinical 
interview method, then we will need a person with exten-
sive psychological training. 
Since our concern w1 th personal! ty measur.ement 
will undoubtedly be far more than the mere consideration of 
voice, dress and other readily observed traits, we might 
venture to say that the best interviewers for our purposes 
will be those with formal training in psychology. It might 
seem that the more training and experience the better, but 
according to Mandell* this is a fallacy for the personnel 
worker seems to be a better judge than the clinical psychol-
ogist. If such is true, then the talents of the Ph.D. in 
clinical psychology not only are not needed, but may, in 
fact, be detrimental to the effectiveness of the interview. 
Because the demands for competency in psychological 
theory and practice do vary, it is impossible to state 
exactly what degree of formal training the interviewer must 
possess. It is safe to say, however, that he should be 
thoroughly competent in the art of interviewing. Regardless 
* 62, p. 42. 
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of how many basic character qualificatons the intended inter-
viewer possesses, this competency will not just develop. 
Rather, the necessary skills must be developed through proper 
training. 
Exactly what is involved in this concept of proper 
training? Do we mean, for example, that the training must 
be acquired at some accredited college or university? Though 
this is certainly an excellent source of proner training 
for those able to take advantage of it, it is certainly not 
the only answer to the problem. Interviewing procedures 
have been taught in Y.M.C.A. classes, adult education centers, 
business schools, etc. Probably the most convenient class-
room is located right in the plant, however, with training 
being directed by a management consulting firm such as the 
5-day program of the Psychological Corporation or perhaps 
even some competent member of the current interviewing staff. 
The matter of greatest importance is not where the training 
is conducted, but how. 
-
To be what we have referred to as proper, the 
training must consist of both instruction ana practice. 
Regarding the content of the training sessions, the following 
comprehensive program has been outlined by Mandell.* 
1. When training is general, it should focus 
on methods for determining over-all require-
ments. What the interviewers are being 
* 62, pp. 46-47. 
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trained to select for a particular job, its 
specific requirements and demands should be 
stressed. 
2. Determination of the qualifications and char-
acteristics needed for the job or jobs. One 
part of this training should be devoted to an 
analysis of the backgrounds of those performing 
the work successfully. 
3. Study of the content and validity of other 
selection devices, including the application 
blank, as well as of methods of using this 
information in the interview. 
4. Study of the various types of interviews and 
their values and limitations. 
5. The desirable length and objectives of the inter-
view should be determined, and the factors to 
be measured and the scope of the background 
information to be covered defined as concretely 
as possible. The use of such general concepts 
as "emotional maturity" and"vitality11 should be 
avoided unless they are fully defined and their 
various manifestations explained. It should 
be made clear to the trainee whether or not 
such factors as appropriateness of experience 
and amount of knowledge are to be measured in 
addition to personality characteristics. 
6. The importance of advance preparation should be 
emphasized, and what methods should be used 
explained in detail. 
7. Ways of establishing rapport with different 
types of candidates should be explored. 
8. Trainees should be taught how to get applicants 
to talk fully, and should be made aware of the 
need for the interviewer to limit his own 
talking, as well as how to word questions in 
such a way as to stimulate response. 
9. The need for complete coverage of all factors, 
and for securing full explanations in order to 
avoid incorrect inferences should be brought 
out. 
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10. Methods of taking notes and the possible 
dangers in note taking should be discussed. 
11. The importance of the closing phase of the 
interview should be emphasized, with special 
reference to its value in relaxing the candi-
date and obtaining further information. 
12. The possible ambiguities in interpreting the 
information obtained in the interview should 
be the subject of lengthy discussion. The 
need for a number of clues in establishing a 
particular hypothesis about an applicant, as 
well as for keeping in mind information 
obtained from other sources, should be 
stressed. 
13. The need for relating the information obtained 
to the job requirements, rather than to work 
in general, should be emphasized. 
14. A thorough discussion of the common types or 
errors is needed to stimulate awareness of the 
pitfalls to be avoided. 
15. The need for a full narrative explanation of 
the ratings assigned should be discussed and 
the point emphasized that intuition Without 
explanation is as dangerous as a speeding car 
without a driver. 
16. Stress should be placed on the need for fol-
lowing up the selections made to determine 
which clues led to the right decisions and 
which to the wrong. 
17. The trainee should,be made aware of the 
necessity for constant study of personality 
and behavior as a basis for improvement. 
18. Finally, training should be given in analyzing 
the application form and in phrasing questions 
so that the candidate does the maximum amount 
of talking and clearly understands what is 
wanted without being given a clue as to the 
interviewer's own attitude on this subject. 
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Following this excellent survey of a training 
program Mandell* points out the fact that "simply to 
discuss such topics without affording the trainee an oppor-
tunity of guided practice is merely an intellectual exercise, 
As Dr. Richard Uhrbrock has said, 'Practice interviews and 
discussions of recordings provide the best foundation for 
the training of interviewers." Similar viewpoints have 
been expressed by Moyer,** Juc1us,*** and most other authors. 
The Interaction Chronograph 
The interaction chronograph is a tool designed by 
Professor Eliot B. Chapple of Harvard University to fac11-
!tate the interviewing procedure. 
The device is operated by pressing different 
keys during an interview. In this way measure-
ments are obtained of the length of time each 
person talks, intervals between questions and 
answers, and tendencies to carry the discussion. 
The trained analyst then deduces from these 
measurements such personality traits as incli-
nations to dominate or submit and to argue or 
agree. Results reported from its use indicate 
that this "mechanical interviewer" has increased 
the success in screening applicants,**** 
* 62, p. 47. 
** 65, p. 395. 
*** 15, p. 179. 
**** Lester Smith in the Wall Street Journal, 
Monday, Feb. 16, 1948 as reported in 15, p. 171. 
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Jucius* has reported a study of the chronograph 
as a tool in selecting salesmen in which it was reported 
that no one in the current salesforce now sells less than 
65 per cent of standard as compared with 35 per cent of 
standard prior to the introduction of the new interviewing 
technique. 
Still another author** reports the following: 
Chapple and Donald described an experiment 
with 154 employees of the Gilchrist department 
store in Boston. The interaction Chronograph 
was used as an aid in evaluating a standardized 
interview pattern. The Chronograph is accurately 
named; it records the timing of actions of the 
interviewee as he reacts to the stimulus of the 
interview. Mechanically, the Chronograph con-
sists of an instrument with two keys -- one for 
the interviewer and one for the interviewee· --
which are pressed by a third party as he 
observes the interactions of the participants 
in the interview. The pressing of the keys 
operates a recording machine which is operated 
electrically. Periods of talking, silence, 
smiling, or nodding of the head are thus 
recorded. The interview as conducted at 
Gilchrist's included five phases: a silence 
period, an interruption period, and three 
adjustment periods. The interviewer started the 
"silence" period by a question about the appli-
cant's background. The interviewer listened 
without comment until the applicant stopped 
talking, then waited 15 seconds before asking 
another question or making a comment. During 
the interruption period, the interviewer fre-
quently interrupted the interviewee, but avoided 
an antagonizing manner. Adjustment periods, 
before and after the silence and interruption 
periods, were designed to put the applicant 
* 15, p. 177. 
** 2, p. 72-74. 
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at ease and to offset emotional disturbances 
caused by the method of conducting the inter-
view, 
The validity of the interview was deter-
mined by the relation of six variables, recorded 
by the Chronograph, including "mean activity," 
with a criterion of average dally sales within 
each department. The relation of the six 
variables to absolute sales rank order gave a 
93 per cent agreement. A comparison of average 
dally sales with "mean activity" gave agreement 
within two rank orders 1n 75 per cent of the 
cases. A comparison of 15 salespeople who had 
top sales records in their departments revealed 
that they did not have similar characteristics 
as measured by~e Chronograph except for 
minimum activity rates and a high degree of 
adaptability. The Interaction Chronograph was 
also used successfully in rating executives and 
personnel administrators. It was the only mech-
anical device in the sales personnel literature. 
Despite its apparent value, the Chronograph must 
be considered experimental until more research 
concerning its use becomes available, 
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Summary 
In summary we may draw upon the rationale of the 
interview as presented by Mandell:* 
1. It is the only direct method for evaluating 
the candidate's appearance, manner, and 
speech characteristics. 
2. It is the only direct method for measuring 
quickness of oral response, persuasiveness, 
quality of oral expression, and reaction to 
unanticipated questions. 
3. It furnishes an estimate of the personal 
characteristics, attitudes, and physical 
vigor that are needed for the job -- and 
this estimate is important even though 
other methods of evaluating personality are 
used. 
4. Although the interview may not be the best 
method for this purpose, it is one means of 
tying together the information obtained from 
all other sources and from resolving any 
contradictory information that may be 
obtained from them. 
Also of importance in our summary are the following views 
quoted from Yonge:** 
The traits or characteristics for assess-
ment should be well defined and should be 
restricted to-tnloie which arelnot adeqUSlelt 
measured lil-ob~ectlve tests ana-which seem o 
depend on"t;heynamlc 11 fleid".of the interview 
situation. (The underlining has been added by 
this author.) 
The criterion.against which the interview 
is to be measured must itself be reliable. 
And this final comment by Mandell:*** 
* 34, p. 161. 
**57, p. 27. 
*** 34, p. 161. 
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Most companies now rely upon several interviews 
rather than one. In general, these interviews 
follow a three-fold pattern: (1) a preliminary 
interview, (2) an extensive evaluation interview, 
and (3) the final interview. 
This last quote, it should be noted, is an observation by 
one author, and not a necessary rule of good interviewing 
procedure. It £! included at this final point in the 
chapter as a recommended procedure where such a plan can 
be followed~ 
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The most valid method of ascertaining whether or 
not a given individual is temperamentally suited for a 
particular job is, naturally, to place the person in the 
actual work situation and observe his behavior. Such a 
method might well be termed the empirical method. Despite 
the validity of this procedure, however, we immediately 
recognize its limitations. The strong influence of unions 
striving to achieve job security for their members combined 
with the costs of labor turnover make the empirical method 
just one more event in the history of the American economy. 
This, though, does not mean that the method is any less 
valid as a method of appraising an individual's fitness for 
the job. 
Recognizing the attributes of the observational 
method and yet the need for a more brief appraisal technique, 
a technique of behavior sampling known as situational testing 
was developed by J. B. Rieffert, director of German military 
psychology, about the year 1925.* Rieffert's method involved 
four situations in which the individual was placed in order 
that four distinct areas of behavior might be observed. He 
categorized and described these four components as follows: 
* 86, P• 385. 
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1. The command series, in which the candidate 
was asked to carry out complicated orders, 
shows behavior "toward specific tasks under 
difficult circumstances." 
2. The leaderless test, in which the candidate 
instructed and supervised a group of men in 
some tasks, shows behavior "toward inferiors." 
3. The group discussion shows behavior "toward 
equal partners." 
4. The interview shows behavior "toward the 
intellectually superior." 
The German Army used the situational test system 
until about 1939, while the German Navy continued to use 
the method until late in World War II.* About 1942, the 
British War Selection Board, influenced by the German devel-
opments in situational testing, inaugurated a similar program 
into their battery for selecting Army officer candidates.** 
The British program was developed by Bion who introduced the 
method which has come to be .known as L.G.D. -- Leaderless 
Group Discussion. The British Navy also adopted the program, 
and late in the war the u. s. Office of Strategic Services 
(OSS) Assessment Staff introduced a series of situational 
tests into its program including the Leaderless Group 
Discussion method. 
Following the war, the L.G.D, came into its own as 
an appraisal device and was adopted in Britain by Fraser*** 
* 87, p. 465. 
** 87. p. 465. 
*** 59, pp. 170-78. 
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as a device for screening management trainees, and by 
Vernon* as an aid in the selection of Civil Service candi-
dates. In the u. s., both federal and state civil service 
commissions adopted the technique as a part of their 
selection programs and in 1952 a Federal Civil Service 
manual appeared.** Bass*** informs us that similar accept-
ance of the L.G.D. was found in Australia, South Africa, and 
Norway. The technique is still used in Germany today both 
in various industrial settings and as a method of screening 
applicants for teachers colleges.**** 
The L.G.D. is, basically, a method of judging 
leadership qualities in a number of examinees who have been 
asked to function as a discussion group for a certain period 
of time. No leader is appointed in the group nor is any 
other formal structure imposed upon the group. The examiners 
do not participate in the discussion, but rather retain a 
position of objective observer. From this position they 
observe and rate the performance of each individual in the 
group. Scott and Fraser***** have described the rationale 
behind the technique as follows: 
* 60, pp. 75-95. 
** 35. 
*** 87, p. 470. 
**** 86, p. 385. 
***** 3, p. 11. 
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"When candidates are invited to discuss 
some general topic or specific problem under 
observation by the board, it becomes possible 
to form an opinion on their intellectual skill. 
Some, for example, express themselves with 
precision and cogency, while others betray wooly 
thinking by their vagueness in conversation. 
The candidates' social skill is also revealed; 
some are quick to seize the right moment to 
make their point and to strike the note of 
urgency, pursuas1veness or humor which the 
situation demands. Others show themselves 
insensitive to the atmosphere of the discussion 
and fail in effectiveness by insisting on 
irrelevancies or labouring a point on which 
opinion has already been clarified. 
Perhaps the value of the group sessions is 
even greater in showing the characteristic role 
which a candidate tends to fall into in a social 
situation. Some talk too much and arouse opposi-
tion by misplaced forcefulness; some are impelled 
to multiply difficulties and carry out a 
"sabotage ,mission" on all construct! ve proposals. 
These characteristics constitute serious limi-
tations in an executive, and they come to light 
remarkably quickly. Candidates, on the other 
hand, who are consistently constructive and 
receptive to the suggestions of others usually 
show by the influence they gain among the group 
that they have some of the attributes of a leader." 
Though a number of investigators are currently 
directing their attention to developing standardized pro-
cedures for L.G.D. administration and interpretation, to 
date relatively little has been accomplished. Some of the 
more prominent difficulties yet to be resolved concern the 
number of discussants per group, the length of testing time, 
type of problems (if any) presented to the candidates, and 
the directions given to them, the seating arrangement of the 
discussants, the number of raters needed to obtain the most 
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valid resu1 ts; and the procedures used to rate the group 
members. 
Concerning the number or members per group, 
Fraser* reported the most suitable number to be from six 
to ten with the optimum being eight. Gleason** likewise 
recommends eight man groups while BrodY*** has recommended 
a procedure for selecting one or two top candidates from a 
group of ten or twelve. It should be recognized, however, 
that the number of members in any group will be controlled 
to large degree by the number of candidates being considered 
for the position in question. If only four candidates are 
under consideration, the group is obviously going to be a 
four man group. If, on the other hand we have a larger 
number, twelve for example, then we may have one twelve man 
group, two six man groups or any permutation of this c¢mbi-
nation. A disadvantage of dividing the candidates into two 
or more groups would be the need for one or more additional 
meetings in which the top rated candidates from each of the 
groups could be compared. Also of importance is the 
following observation made by Base:**** 
It appears that the opportunity to display 
successful leadership is closely associated 
with the size of the-group. We conclude that 
*3,p.2. 
** 47, p. 231. 
*** 3, p. 19. 
**** 87, p. 469. 
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proper correction must be made_in any L.G.D. 
studies where different examinees have been 
tested in groups varying in size. 
Though to the best of this writer's knowledge no 
published study has been dedicated to the examination of 
the time element as a factor in the administration of the 
L.G.D., a number of authors have referred to the process 
as lasting one hour. This fact~r, like the others mentioned 
as areas of difficulty, must be investigated before the 
technique can be standardized. 
Somewhat more study has been forthcoming on the 
procedures used to rate group members. Investigation in 
this area has been of the g~eatest importance since, as 
Bass* points out: 
Examiners have differed in the kinds of 
behavior they have observed and rated and in 
the extent to which their ratings have been 
attempts to describe the behavior they have 
observed, rather than attempts to make infer-
ences about the personality of the candidates. 
Not only can all the study dedicated to the improvement of 
rating procedures in general be applied to L,G.D, ratings, 
but specific study by some authors has led to the develop-
ment of such rating tools as the Interaction Process 
Analysis.# This method, in its complete form, embodies 
* 87, p. 466, 
#Published by the Addison•Wesley Press Inc., 
Cambridge, Massachusetts. 
1sHOWS SOLIDARITY, raises other's status, gives help, reward: 1-2 
2SHOWS TENSION RELEASE, Jokes, 
laughs, shows satisfaction: 
AGREES, snows passive acceptance, 3understands, concurs, complies: 1-2 
4GIVES suc~ESTIO~s •. direction, implying autono~ for others: 
GIVES--OPIN!ON~valua tion, anaT-
5ysis, expresses feeling wish: 1-0 2-1 2-l 2-l 
6o!VEs ORiENTATION, information, 
repeats, clarifies, confirms: 1-0 1-0 2-1 1-2 2-1 2-1 1-2 2-1 
7ASKS FOR ORIENTATION, information, 
repetition, confirmation: l-0 
8ASKS FOR OPINION, evaluation 
analysis, expression of feeling: 
9
ASlrs-FOR SUOO:ESTION-;<IJ:rectJ.on, 
possible ways of action: 
loDISAGREES, shows passive rejection, 
formality, withho:lds help: 2-1 1-2 1-2 
11SHOWS TENSION, asks for help, with-draws "OUt of Field:" 
12SHOWS ANTAGON!SM,-aeflates other's status, defends or asserts self: 
FIGURE 2. Interaction Process Analysis* 
* 28, p. 14. 
0'\ 
.... 
• 
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the use of a one-way observation mirror, intercommunication 
equipment, and an Interaction Process Recorder machine "with 
slow moving tape so that notations can be preserved in the 
same order that they occur in the groups being observed."* 
It should be noted, however, that this extensive equipment 
has been designed for the purpose of the scientific study 
of group behavior rather than L.G.D. performance recording 
in particular, and that the recording sheet alone {see fig. 2) 
is sufficient for recording the necessary information. 
Briefly described, each member of the group is 
assigned a number by the observers which is used to facil-
itate recording. Each time a member of the group talks, his 
number plus the number of the person to whom he speaks is 
recorded opposite the category on the recording sheet which 
best describes the nature of the individual's activity. 
The following is an example presented by Bennis* 
showing how an excerpt from a group discussion would be 
recorded. The scores in parentheses are recorded on the 
recording sheet {fig. 2.) 
llil= {speaker 1, to group:) "In other words, 
we all want to share in leadership and 
that is what Gordon, for instance, thinks 
is the most efficient way for a group to 
act. {6, 1-0) In other words, it's 
real unanimous approval rather than an 
authoritarian mind. (6, 1-0) It seems 
to me that we have been destroying 
leadership that we needed in the past, 
* 28, p. 17. 
l.!!!!: 
1l11-];: 
l.!!!!: 
Bill: 
-
!l.lll: 
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that is for the last three or four 
meetings we have been doing that, 
(5, 1-0) And I wonder if that is 
really what is happening, if we are 
trying to accomplish this diffused 
leadership." (7, 1-0) 
{speaker 2:) "This diffused leadership 
(6, 2~1), I don't think it 1 s a question 
of efficiency. ( 10, 2-1) I think 1t 1 s 
a question of satisfaction. (5, 2-1) 
As far as efficiency, if someone says, 
'You do this, that and the other thing, 1 
that gets things done faster and it 
gets more things done, (5, 2-1) but as 
far as people in the group feeling that 
they are part of a decision ... " (5, 2-1) 
"If something doesn't last, it's not 
efficient, that's the only way I look at 
it, (10, 1-2) In other words, unless 
it's a real approval. •• " (6, 1-2) 
"In other words, efficiency ... " (6, 2-1) 
" ••• or participation, I don't consider it 
to be efficient." (10, 1-2) 
"You mean efficiency doesn't mean getting 
things done and the quantity,,." (6, 2-1) 
"Yeah, (3, 1-2) well, I didn't mean that, 
( 6, 2-1) that's a good point." ( 1, 1-2) 
l.!!!!: "You had the idea of satisfaction, (6, 2-1) 
Bill: 
-
"Right. (3, 1-2) That 1 t probably a 
better way of putting that." (1, 1-2) 
The most apparent disadvantage with this procedure 
is that although it presents factual information, it presents 
data which must be further analyzed and interpreted, In 
this sense, it is actually not an appraisal of the individual, 
but only an aid to that appraisal, In the final analysis 
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the observers are still faced with utilizing one of the 
many rating procedures to appraise the ~andidates. Their 
ratings, however, should be much sounder when, based upon 
an accurate record of the individual's activity rather than 
a subjective evaluation of the candidate by the observer. 
Concerning observer inferences of member person-
alities, Couch and Carter* reported three independent factors 
which, on the basis of a factorial analysis of observer's 
inferences, were found to account for situational test 
ratings. These factors were as follows: 
1. 
2. 
3. 
Individual Prominence - authoritarianism, 
confidence, aggressiveness, leadership, and 
striving for recognition. 
Group Goal Facilitation - efficiency, 
cooperatiOn, adaptability, and direction 
toward group solution. 
Group Sociability - sociability, adaptability, 
and direction toward group acceptance. 
A similar study by Sakoda** of o.s.s. situational 
test data isolated three factors similar to those of Couch 
and Carter, 
1. 
2. 
3. 
Sakoda 1 s three factors were: 
Physical Ener~t- energy and initiative, 
physical abil y, and leadership. 
Intellisence - effective intelligence, 
observing and reporting, and propaganda 
skills. 
Social AdJustment - social relations, emo-
tional stability, and security. 
* 87, p. 467. 
** 87, p. 467. 
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Rel1ab1li ty 
Sufficient study has been made of L.G.D. ratings 
to give us a fairly consistent picture of the reliability 
of the discussion technique. Bass* conducted group studies 
with 20 psychology students with the aid of the Group 
Discussion Chronosraph. Ten students observed ten others 
then the roles were switched. 
All 20 students rated each other on 13 "leader-
ship" factors including such things as stating 
who led the group, who motivated the others, 
who initiated the most.discussion, who was liked 
best, who would be selected as leader, who they 
would like to have as their teacher and who was 
most motivated and interested. The experimenter 
measured the total amount of time each partic-
ipant spent talking by means of a device designed 
for the purpose, the Group Discussion Chrono-
meter. Extent of participation as measured by 
total time spent talking correlated from .84 
to .93 with the various ratings made of a 
student by his fellow students. 
The same students played the same roles in 
two leaderless group discussions held six weeks 
later. Time spent talking correlated .86 with 
student observer ratings of participants. 
For each of four discussions, the average 
correlation among the 20 observers was .72, .61, 
.63, and .41 respectively, indicating a consid-
erable agreement among observers. On the average, 
a Judge's rating of participants of the earlier 
discussions correlated .72 with ratings of the 
same individuals in the later discussions. The 
time individuals talked in the first discussions 
correlated .87 with the time they talked in the 
last discussions. To complete the picture, the 
ten individuals with the highest ratings were 
placed together in a discussion group and the 
* 3, pp. 19-20. 
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ten lowest individuals were placed in a separate 
discussion group. Despite the restricted ranges, 
individuals maintained their leadership status. 
The highest rated leaders of the early discus-
sions came out as the leaders of the followers' 
discussion. Thus, the writer demonstrated the 
consistency, of both behavior of participants 
and the ratings they obtained in leaderless group 
discussions. It was proposed that the time spent 
talking was indicative of leadership status in 
the originally leaderless group discussion because 
the leaders were identified as such when they took 
on certain tasks. In order to carry out these 
tasks, they were forced to spend a relatively 
large amount of time talking. 
Other reliability studies concerning rater agree-
ment made by Bass* and others yielded consistent correlations 
of between ,82 and .84 for ratings made on a seven item 
check list by a single observer. Scores based on two raters 
using the check list method yielded estimated reliability 
coefficients of ,90 and above, Concerning test-retest 
reliability that author in summing up seven available 
studies,** reports that high correlations are found when 
changes in situat-ion are minimized from test to retest, 
Bass estimates the actual test-retest reliability of the 
L.G.D. to be somewhere between ,75 and .90 when behavior 
check lists describing participant behavior are used. 
Ansbacher*** reports a study by Bell and French 
in which 25 students participated in six five-man discus-
sion groups arranged in such a way that each group member 
* 87, p, 470. 
** 87, p. 470. 
*** 86, p. 384. 
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met with completely different discussants each session. At 
the conclusion of each meeting, each member of a group ranked 
his four fellow-members in order of preference as discus-
sion leader. The average rank of the five members was then 
correlated with the average ranks in the other five groups 
in which they participated. The results were found to be 
.75 "on·the average." 
Validity 
Unfortunately, the available studies on the validity 
of L.G.D. have not been as encouraging as those studies of 
reliability. One study by Gleason,* for example, was con-
ducted with a total of 459 basic training graduates assigned 
to the Fort Knox, Kentucky, leadership school. L.G.D. status 
for each subject was determined by a forced distribution 
peer rating immediately following discussion periods. These 
results were correlated with final leadership performance 
in the school with a resultant pooled correlation of .44. 
Similar results were reported by Mandell** who 
found a correlation of .43 between L.G.D. results and a 
supervisory judgment test in a study of 84 foremen in two 
u. s. Government shipyards, and Vernon,*** who reported an 
* 47, p. 235. 
** 86, p. 383. 
*** 86, p. 383. 
68. 
average correlation of .36 between L.G.D. ratings and 
various measures of performance of members of the British 
foreign service obtained as much as two years later. 
Bass* reported that leaderless group methods, when 
combined with clinical interviews and traditional aptitude 
and personality testing showed considerable validity in 
predicting success in officer candidate training. No indi-
vidual correlations were reported on this study. In a later 
paper, however, he reported a biserial correlation of .88 
between the rank in the company of each of 131 oil refinery 
supervisors and their success as L.G.D. leaders among their 
associates. At the same time a correlation of only .51 was 
found for 264 ROTC cadets. Bass concluded that the lower 
correlation probably reflected the fact that rank differ-
ences were less vital to the cadets than to the industrial 
executives. 
Thus far we have considered the L.G.D. technique 
solely on its capacity to predict leadership, a quality 
which is obviously a syndrome, or combination, of more basic 
personality factors. This, then, would be the appropriate 
place to present synopses of a number of studies relating 
L.G.D. to individual personality traits. Unfortunately, 
however, study in this area is extremely meager, and the 
* 3, p. 15. 
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only published research comprehensive enough to report here 
was that conducted by Stogdill.* 
Stogdill's conce~ was with the relationship of a 
number of personality traits to leadership. Some of the 
studies surveyed by him were concerned with L.G.D. specif-
ically, but most were independent of any one appraisal 
technique. For example, he cited five studies in which 
enersy was found to be one of the attributes of the leader. 
Applying this hypothesis to Leaderless Group Discussion, a 
coefficient of correlation of .15 was found between general 
activity as measured by the Guilford-Zimmerman Temperament 
Survey, and the leadership ratings of 76 sorority girls in 
L.G.D. situations. A similar study found a correlation of 
.12 between L.G.D. ratings of 66 college students and the 
general activity score on the same inventory. L.G.D. leaders 
were also described as "highly energetic" in Rorschach 
analyse!) while non-leaders were usually described as "lazy" 
or "passive." 
Emotional stability was found to be related to 
leadership in 11 studies by Stogdill with L.G.D. performance 
of the previously mentioned groups (N = 76 and 66) corre-
lating .20 and .17 with emotional stability as measured by 
the Guilford-Zimmerman inventory. And once again, Rorschach 
* 58, pp. 31-75. 
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responses supported the inventory results as more leaders 
were found to be emotionally stable than were non-leaders. 
A single study was found to present a correlation 
of .28 between overt social adjustment based upon peer 
ratings and L.G.D. performance, while five correlations 
found between L.G.D. performance and traits of freedom from 
hypersensitivity and hostility ranged from -.40 to .29 with 
a median of -04. 
Though Stogdill reported responsibility to be 
uniformly associated with leadership, Bass calls.attention 
to a correlation of -.29 between L.G.D. ratings and respon-
sibility as measured by the Gordon Personal Profile for 47 
ROTC cadets. Correlations of .19 and .26 were found between 
the Guilford-Zimmerman measure of thoughtfulness and L.G.D. 
performance. 
Ascendancy, as measured by the Guilford-Zimmerman 
inventory correlated .44 with L.G.D. performance of the 
sorority group, and .25 with L.G.D. performance of the mixed 
college students. The same trait as measured by the Gordon 
Personal Profile and the A-S Reaction Test, however, corre-
lated ortly ,02 and -.02 with group performance, 
Sociability, as measured by the }uilford-Zimmerman 
inventory in the two mentioned studies, correlated .27 and 
and .31, respectively with L.G.D. performance, and cooper-
ativeness presented similar correlations of ,14 and ,13. 
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Sociability, as measured by the Gordon Personal Profile, on 
the other hand correlated close to zero with Leaderless 
Group Discussion performance, 
The results of this study are inadequate for 
drawing any final conclusions. The relationship between 
some of these traits and L.G.D. leadership ratings appears 
to possess enough consistency for the inferences to be made 
that a definite relationship exists, while the contradictory 
nature of the data concerning other of these traits presents 
cause for much doubt, The dearth of information on this 
particular subJect seems.to this writer, to be a great 
detriment to the process of Leaderless Group Discussion in 
general since the isolation of the factors contributing to 
the syndrome of leadership can only lead to improved 
recording and rating procedures, and ultimately to the 
validity of a promising technique. 
Conclusions 
Probably no investigator has done any more for the 
advancement of L.G.D. than Bernard M, Bass from whose work 
we have drawn quite liberally in this brief synopsis of the 
technique, From his own personal analysis of the technique, 
coupled with the recommendations made by others working in the 
field of situational tests Bass presented the following 
hypothesis:* 
* 87, pp. 488-89. 
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1. To m~ximize the reliability and validity of 
L.G.D. and other situational tests, scoring 
techniques should minimize reliance on the 
ability of observers to infer differences in 
personality traits and future tendencies among 
examiners, Observers should merely report or 
evaluate the immediate behavior they observe ••• 
2. To maximize validity, problems that are equally 
ambiguous to all participants, and that require 
the initiation of structure for their solution 
should be used, Where interest is in fore-
casting leaders·in real life, the structure 
to be set up should approximate the real-life 
setting as much as possible, 
3. Since the L.G.D, correlates fairly highly with 
most other intellectual or verbal situational 
tests, the use of many situational tests in a 
battery to forecast leadership potential is of 
doubtful utility, Thus, leadership ratings 
based on a one-hour L.G.D. correlated above 
.60 with leadership assessments based on the 
three days of OSS situational testing ••• 
4. Compared to paper-and-pencil techniques, the 
L.G.D. is expensive; compared to the individual 
interview, in many locales, it may prove 
economical ••• 
5. While the L.G .• D. appears to have some validity 
as a predictor of the tendency to be a success-
ful leader in a number of situations, especially 
in comparison to other assessment techniques, 
tailor-made batteries of paper-and-pencil tests 
will undoubtedly yield higher validities in 
designated situations. However, it may be that 
just as the brief intelligence test is appli-
cable for predicting trainability for many 
skilled occupations, so the L.G.D. will provide 
a general technique for partially assessing 
potential success as a leader in a relatively 
wide range of situations. 
In an earlier presentation, BrodY* offered the fol-
lowing possible advantages of L.G.D. over the individual 
interview: 
* 69, pp. 170-73. 
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1. More candidates can be observed for much 
larger periods of time in the same time 
needed for a series of individual inter-
views, 
2, The observer is completely free to observe 
and is not bothered with the need to prepare 
and present questions, parrying questions 
and follow-up questions. 
3. All candidates have the same interview 
situation at the same time and with the same 
interviewers. 
4. The candidate is more stimulated by the group 
discussion than he would be during an indi-
vidual ,interview. 
5. It provides information concerning the 
attitude of each candidate towards other 
members in the group. 
6. It presents specific evidence concerning the 
ability of each candidate to be a leader in 
a group. 
7. It requires no skill in asking questions on 
the part of the interviewer. 
And finally, in concluding our discussion we might 
quote Gleason:* 
The method is recommended for future study as 
a simple, quantitative mass-selection technique. 
* 47. p. 235. 
CHAPTER EQ.!1B 
INVENTORIES 
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CHAPTER FOUR 
INVENTORIES 
Aside from the pseudo-scientific techniques, the 
first scientifically derived instruments for measuring 
personality were the rating scales and inventories which 
were conceived a~d popularized during World War I. The 
small amount of systematic study dedicated to the many 
individualized inventories proved to be quite disappointing 
though their use continued in many places. Continued improve-
ments were made in the basic technique and in 1931 the 
Bernreuter Personality Inventory was published by ,the 
Stanford University Press. Following years have seen such 
famous forms as the Humm-Wadsworth Temperament Scale, the 
Gordon Personal Profile and Personal Inventory and the 
Minnesota Multiphasic Personality Inventory. Today there 
are so many inventories 1n existence that it would be a 
maJor project just to list them in alphabetical order. 
Most of the inventories are similar enough to one 
another that it will not be necessary to attempt to describe 
more than a few of the more popular and more effective 
instruments in this survey. The instruments chosen for 
investigation are: 
1. The Bernreuter Personality Inventory 
2. The Bell Adjustment Inventory 
3. The Gordon Personal Profile and Personal 
Inventory 
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4. The Guilford-Zimmerman Temperament Survey 
5. The Minnesota Multiphaeio Personality 
Inventory 
Fortunately, extensive work has been done 
establishing a fairly ooneistent and aoourate pioture of 
both the reliability and validity of these teohniques. It 
is with these studies that we will be primarily concerned. 
Also of great importance to the user of the 
personality inventory in the seleotion process, is its 
"fakability." In the guidance or clinical situation, the 
person taking the test will usually be motivated to give 
relatively truthful answers to the test questions since it 
is to his best interest to find out all he can about himself 
in order to make a sound vocational choice. This, unfor-
tunately, is not the case when the testee is a job 
applicant. In this situation his prime consideration is to 
get the job. Hence, his veracity may be reduced and he may 
answer the queries in the way he believes will give the 
most favorable impression of himself. Thus, to a question 
such as: "Are your feelings easily hurt?" the applicant 
would be led to answer "no." He is now attempting to "fake" 
the teet, and according to numerous studies he may well be 
successful in his attempts. 
The great importance·ot this limitation has led 
to the development·of the "forced-choice" type of inventory 
76. 
as typified by the Gordon Personal Profile and the Gordon 
Personal Inventory. These inventories are constructed in 
such a way as to make it difficult for the testee to figure 
out which answer would best serve his purpose if his 
intention were to 11 fake 11 the test. 
The question of reliability and "fakabili ty ," 
however, are of interest only because of their effect on 
the validity of the test. Therefore, our concern must be 
with the question: "Does the test measure what it purports 
to measure-- is it a successful device in accomplishing 
the task we have assigned to it?" The answer to this ques-
tion depends upon the task. If our purpose is the screening 
of maladjusted persons, then the various inventories and 
profiles may be said to have some measure of usefulness. 
Though favorable scores may not necessarily indicate good 
adjustment, unfavorable scores do tend to successfully locate 
maladjustment. 
Since the number of existing personality inven-
tories is so large, the preceding synopsis is naturally an 
over-generalization. In point of fact, the Minnesota 
Multiphasic Personality Inventory which was designed as a 
clinical instrument is probably much more effective in 
appraising adjustment than many of its cousins designed for 
industrial use. This is merely a speculation since to date 
little information is available in published material. 
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The other major task of the personality test in 
industry concerns its ability to select successful employees. 
How does the inventory technique look when matched against 
the criteria of success on the job? Unfortunately, the 
studies available have not shown very encouraging results. 
This can probably be seen most easily in the following 
table derived from various studies of validation by Ghiselli 
and Barthol as quoted by Tiffin.* 
TABLE NO. 4 
WEIGHTED MEAN VALIDITY COEFFICIENTS OF PERSONALITY 
INVENTORIES FOR VARIOUS OCCUPATIONAL GROUPS 
Mean r Total Number Total Number Occupation Group 
of Cases of r' s 
.14 518 8 General Supervisors 
.18 6,433 44 Foremen 
.25 1,069 22 Clerks 
.36 1,120 8 Salesclerks 
.36 927 12 Salesmen 
.24 536 5 Protective Workers 
.16 385 6 Service Workers 
.29 511 8 Trades and Crafts 
Though far from conclusive this summarization shows fairly 
favorable results especially in the selection of sales-
clerks and salesmen. (A number of.shortcomings in this 
presentation are presented by Tiffin which are well worth 
consideration.)** In any event, the low coefficients in 
* 25, p. 183. 
** 25, p. 183. 
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such groups as supervisors and service workers illustrate 
well the need for improvement in personality measurement 
over the standard inventory technique. 
!h! Bernreuter Personality Inventory# 
History 
The personality inventory (1931) is based upon 
earlier work by Woodworth, Thurstone, Laird, and Allport. 
Bernreuter's success in combining items from the scales of 
these various authors helped achieve the great popularity 
for the inventory which has lasted even to the present day. 
Description 
The inventory consists of 125 questions designed 
to indicate personality traits and-characteristics. A 
typical question would be: "Are your feelings easily hurt?" 
Answers to the questions are recorded on an answer sheet in 
terms of "yes," "no," and"?." The inventory is self-
administering with no set time limit though a fairly 
accurate estimate of time needed to comnlete the form would 
be from 20 to 30 minutes. Norms are provided in the manual 
for high school, college, and general adult ponulations. 
The Bernreuter scale is composed of six scoring 
keys: four of these components were developed by the test's 
# Published by C~nsulting Psychologists Press, 
Palo Alto, California. 
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author while the last two are the result of an early factor 
analysis conducted by Flanagan. These six keys are desig-
nated as follows: 
BI-N. A measure of neurotic tendency. Persons 
scoring high on this scale tend to be emotionally 
unstable. Those scoring above the 98 percentile 
would probably benefit from psychiatric or medical 
advice. Those scoring low tend to be very well 
balanced emotionally. 
B2-S. A measure of self-sufficiency. Persons 
scoring high on this scale prefer to be alone, 
rarely ask for sympathy or encouragement, and 
tend to ignore the advice of others. Those 
scoring low dislike solitude and often seek 
advice and encouragement. 
B3-l. A measure of introversion - extroversion. 
Persons scoring high on this scale tend to be 
introverted; that is, they are imaginative and 
tend to live within themselves. Scores above the 
98 percentile bear the same significance as do 
similar scores on the Bl-N scale. Those scoring 
low are extroverted; that is, they rarely worry, 
seldom suffer emotional upsets, and rarely sub-
stitute daydreaming for action. 
B4-D. A measure of dominance - submission. 
Persons scoring high on this scale tend to dominate 
others in face-to-race situations. Those scoring 
low tend to be submissive. 
Fl-C. A measure of confidence in oneself. Persons 
scoring high on this scale tend to he hamperingly 
self-conscious and to have feelings of inferiority; 
those scoring above the 98 percentile would prob-
ably benefit from psychiatric or medical advice. 
Those scoring low tend to be wholesomely self-
confident and to be very well adjusted to their 
environment. 
F2-S. A measure of sociability. Persons scoring 
high on this scale tend to be nonsocial, solitary, 
or independent. Those scoring low tend to be 
sociable and gregarious. 
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Scoring stencils are available for each of the 
six factors with weights ranging from 7 to -7 assigned to 
each item according to its diagnostic value.* Various 
brief scoring methods have been devised such as that by 
McClelland** whose proposed system gives only five scores -
B3-l was omitted because of its high correlation with Bl-N. 
The simplified keys for the remaining areas gave Fl-C, and 
F2-S with the original keys. The factor B2-S correlated 
.84 with its original counterpart. 
Fakability 
As has been pointed out already, the traditional 
self-report type inventory works best in situations, such 
as counseling, which are not conducive to faking. Anastasi* 
points out that for similar reasons, the Bernreuter, and 
other inventories of the type of which it is characteristic, 
is more effective in identifying anxious, withdrawn mal-
adjustment than areas of behavior problems and other aggressive 
manifestations. Moreover, as that author observes, favorable 
scores may not indicate good adjustment even though the 
unfavorable score may safely be regarded as a probable 
indicator of maladjustment. 
Concerning the fakability of the scale specifically, 
let us look at the following excerpt from Super:** 
* 1, p. 534. 
** 23, pp. 488-89. 
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Bernreuter administered the inventory to 
students under normal conditions, then 
readministered it With instructions to answer 
it: a) "as you would like to be," and b) 
11 as you think you ought to be." He found no 
significant differences, from the fact he 
concluded that the desire for social approval 
does not appreciably affect scores. When some-
what different directions have been used, 
however, distortion of scores has been shown: 
Olson* quotes an unpublished paper by 
Hendrickson which demonstrated that teachers 
retested with instructions to answer as though 
applying for a job made significantly more 
stable, dominant, extroverted, and self-
sufficient scores than when answering normally; 
Ruch** found that college students raised their 
average extroversion percentile from the 50th 
to the 98th when asked to fake extroversion on 
a retest; and Fosberg*** found that subjects 
instructed to make a good and then a bad 
impression on second and third testings 
succeeded in influencing their scores in the 
desired directions. As the instructions in the 
last three experiments are more appropriate for 
testing the effect of conscious desire to fake 
than were Bernreuter's, it may be concluded 
that the desire to make a-good Impression, when 
~x!its, does i1f~scores. (underilning---
iiiine.) -
Reliabil1 ty 
The amount of research compiled over the years 
regarding the reliability of the Bernreuter inventory is 
next to amazing. A comprehensive review of the manifold 
studies in texts and other published sources will not be 
attempted here. Rather, we will simply point out that 
* 53, pp. 442-50. 
** 21. 
*** 94, pp. 72-74. 
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reliability correlations have generally been found to be 
above ,70 and often were reported in the .80's. Bernreuter1 s 
Manual 12£ ~Personality InventorY* presents split half 
coefficients ranging from .78 for F2-S to ,92 for B2-S with 
most correlations in the ,80 1 s, 
Validity 
It has been pointed out in the preceding pages 
that the validity of personality measures must be examined 
from two points of view: their effectiveness in locating 
individuals who are maladjusted to the point that they are 
in need of treatment and perhaps should be rejected as 
employment candidates, and their effectiveness in predicting 
job success, 
In regard to the screening of maladjusted persons, 
a number of studies have been published which indicate the 
ability of the instrument to differentiate between the normal 
and abnormal. The degree of effectiveness has varied, however, 
from study to study, and though unfavorable scores do tend to 
have significance, the inventory is far less efficient in 
this area than other later instruments such as the Minnesota 
Multiphasic Personality Inventory, 
Fewer studies are available concerning the effec-
tiveness of Bernreuter scores in predicting job success than 
* 29. 
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in locating maladjustment, Even so, the number of published 
studies on this inventory are more numerous than for the 
other inventories with which we are concerned, This is 
probably due in large part to the fact that the other 
methods are relatively newer. 
One author summarized the studies of fourteen 
investigators published prior to 1949 from which he drew 
the following conclusion: 
It may perhaps be concluded from the above 
studies, that personality traits as measured by 
the Bernreuter are not generally related to 
success on the job, except in activities such 
as outside sales work in which the congeniality 
of the activity has a very direct, effect on 
the degree of the worker's application,* 
Since that date, two validity studies have been presented 
in "the Validity Information Exchange" of Personnel 
Psychology, The first, a study of Bruce** of 17 currently 
employed sales manasers related scores on the Bernreuter to 
a 25 item supervisor rating form which possessed an inter-
rater reliability coefficient of ,88 and an odd-even 
coefficient of ,92. The results of rank-order correlation 
were as follows: Bl-N, .45; B4-D, .54; Fl-C, .42; and F2-S, 
,03, These results would seem to give further justification 
of the preceding quote. However, a later study by Bruce*** 
of 73 commercial equipment and supplies salesmen produced 
far different results, In this case the criterion was a 
* 23, p. 495. 
** 73, pp, 128-29. 
*** 74, pp. 77-78. 
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20 item graphic rating by sales managers which possessed 
an inter-rater reliability of .76 and an odd-even relia-
bility of .92. The results of the study were as follows: 
Bl-N, .15; B4-D, -.08; Fl-C, .15; and F2-S, -.02. 
Such conflicting results obviously are not an 
asset to accurate evaluation of the inventory -- especially 
where so few studies are available. There can be no doubt 
that the studies that have been published on this and all 
other selection methods are but a mere sampling of the work 
that has actually been done in the industrial setting. 
The "Validity Information Exchange" of Personnel 
Psychology, in which the two preceding studies were published, 
is an excellent and simple means of promulgating the results 
of individual studies. If such a policy were adopted by 
business and industry in general, the applicability of 
selection methods could be evaluated much more accurately 
to the benefit of all conerned. 
~ ~ Adjustment Inventory# 
Description 
This inventory is a diagnostic tool used as an 
aid in discovering sources of personal and social maladjust-
ment in the subject. Five adjustment areas are examined by 
the adult form of the inventory: home, health, social, 
emotional, and occupational. The questions are intermixed 
# Published by the Psychological Corporation, . 
304 East 45th Street, New York 17, New York. 
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throughout so that the subject has no indication of the 
category to which any particular question pertains. The 
inventory is self-administering and nontimed, requiring 
approximately 25 to 30 minutes to answer the 140 items. 
Scoring is achieved by IBM or by hand-scoring stencils, and 
interpretation is accomplished by means of "tentative" norms 
which were published about 1938. Bell, however, suggests 
that local norms be developed by test users.* 
Reliability 
The reliability of the Bell Inventory has been 
found to be generally "satisfactory for group purposes but 
somewhat low for individual diagnosis; Turney and Fee** 
reporting retest reliabilities ranging from .74 to .85, and 
Traxler odd-even reliabilities of from .83 to .93."*** This 
report by Super is corroborated by Sarbin's Fourth Mental 
Measurements Yearbook**** report in which he presents odd-
even reliability coefficients of .80 to .89. 
Validity 
Bell correlated his scales with existing inven-
tories during the development of the inventory and reported 
* 23, p. 511. 
**Turney, A. H., and Fee, M.: An attempt to use 
the Bell Adjustment Inventory for high school guidance. 
School Review, 1936, 44, pp. 193-98 in 23, p. 511. 
*** 23, p. 511. 
**** 8, p. 72. 
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coefficients ranging from ,57 to .89 for the individual 
scales.* Reports on the clinical validity of the inventory 
have been in conflict, but have, nonetheless, indicated the 
inventory to be of relatively little value in locating the 
maladjusted person, A summary of thirteen published studies 
reported by Ellis** showed only one finding of positive 
results. 
Sarbin,*** however, reported that: 
Empirical validation was achieved by comparing 
scores with ratings of counselors, personnel 
workers, etc, Critical ratios are all signif-
icant -- demonstrating that the scores 
differentiate persons as 'poorly-adjusted' 
in a particular area, e.g., emotional adjust-
ment. 
And Hanawalt**** reported a study by Darley in which: 
One third of the cases diagnosed clinically 
were picked by the Social and Emotional scales 
and that nearly one half of the cases diagnosed 
by the test as maladjusted were confirmed in 
clinical study, Darley found the subject scores 
much more useful than the total score, 
Forlano and Kirkpatrick***** utilized the Social 
scale of the Bell Adjustment Inventory in combination with 
the Alienation scale of tne washburn Social Adjustment 
Inventory in selecting radio tube mounters. Their vall-
dation study was conducted on 20 female employees, and 
* 23, p. 511, 
** 88, pp. 385-440. 
*** 8, p. 72. 
**** 8, p. 69. 
***** 44, p, 257-61. 
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their report stated that all those who scored above average 
were rated 'good' by their supervisors, while all those who 
scored below average were rated 'fair.' The authors stated 
that the composite test was effective in predicting succe8s 
of job applicants, but presented no supporting data. 
Summarizing the great deal of published material 
on the inventory, most authors draw similar conclusions 
concerning the applicability of the Bell Inventory. 
Anastasi* reports her opinion as follows: 
The principal use of the Bell Inventory has been 
in the identification of students in need of 
counseling. This test is not intrinsically 
superior to many other available self~report 
questionnaires. Because of its extensive use 
over many years, however, a mass of information 
regarding its correlations with various criteria 
and with other tests has gradually accumulated. 
The Fourth Mental Measurements Yearbook, for 
example, lists a bibliography or ll9 references 
of this test. 
And Sarbin:** 
The Minnesota Multiphasic Personality Inventory, 
for example, is currently more useful as an 
instrument for personality diagnosis, especially 
when subject to coding, profile analysis, and 
configural scoring as advocated by G. s. Walsh. 
And finally Super:*** 
In employment services, business and industry other 
inventories and teste which have been studied with 
vocational purposes in mind have been demonstrated 
to have some value, whereas there are no data 
which indicate that this measure will help in 
personnel work. 
* 1, ,p. 531. 
** 8, p. 72. 
*** 23, p, 513. 
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!h! Gordon Personal Profile ~ Personal Inventory# 
These two relatively recent## scales are appli-
cations of the forced-choice technique which, as had already 
been mentioned, is a method of designing the inventory so as 
to reduce its fakability. Both forms consist of a series of 
"tetrads" or sets of four descriptive phrases such as the 
following:* 
Prefers to get up early in the morning. 
Doesn't care for popular music. 
Has an excellent command of English. 
Obtains a poorly balanced diet. 
Each tetrad includes two phrases or items that are equally 
complimentary, and two items that are equally uncomplimentary. 
The subject is asked to indicate which of the four items is 
most like himself and which is least like himself. In this 
way, he is actually ranking the four in order of preference, 
Both forms are self-administered and non-timed 
usually requiring 10 to 15 minutes for completion by the 
"normal" person. Hand scoring stencils are available to 
further simplify the administration of the forms. 
The items were selected through factor analysis to 
measure four separate traits for each of the two forms as 
shown below: 
# Published by the Psychological Corporation, 
304 East 45th Street, New York 17, New York. 
## The Manual for the Profile was published in 
1953, and The Manual for the Inventory in 1956. 
*33,p.2. 
The Gordon Personal Profile: 
A. Ascendancy 
R. Responsibility 
E. Emotional Stability 
s. Sociability 
T. Total 
The Gordon Personal Inventory: 
c. Cautiousness 
o. Original Thinking 
P. Personal Relations 
V. Vigor 
T. Total 
89. 
Every tetrad in the individual form contains one statement 
representing each of the four factors measured •. 
It will also be noticed that each form furnishes 
a total score (T) in addition to the four vectors or factors. 
This total is the number of positively weighted responses 
minus the number of negatively weighted responses for all 
four traits combined. There is difficulty in interpreting a 
high total score since it may indicate one of the three 
situations. The individual may indicate a degree of faking, 
high self-esteem, or actual high standing in all four traits. 
A low score, however, has been shown empirically to be 
indicative of poor personality adjustment.* 
Fakab1lity 
As has been stated, the Gordon Personal Profile and 
Inventory have been designed to reduce the possibility of 
faking. And according to two studies reported by Tiffin on 
* 1, p. 546. 
90. 
the profile, there is some evidence of its success. These 
two studies, conducted by Rusmore* and Gordon and Stapleton** 
produced results as summarized by Tiffin*** in the following 
table. 
TABLE NO. 5 
MEAN SCORES ON THE GORDON PERSONAL PROFILE TAKEN 
TWICE UNDER SPECIFIED CONDITIONS 
GROUP AND CONDITION 
simulated simulated Teat 
Component "Guidance" "Industrial" Guidance Employment 
Ascendancy 
Responsibility 
Emotional 
Stability 
Sociability 
Total 
7.3 
4.4 
23.0 
4.4 
8.9+ 
8.0 
4.8 
26.1++ 
2.9 
4.3 
5.3 
4.8 
17.2 
3.2 
6.8+ 
6.8+ 
4.5 
21.3+ 
+Difference between the two means significant at 
the 1 per cent level of confidence. 
++Difference between the "Guidance" and "Industrial" 
or "Employment" mean scores significant at the 
5 per cent level of confidence. 
In the first study the test was administered twice, 
the first time in a simulated guidance situation and the 
second time in a simulated "industrial" setting. In the 
second study the test was also administered twice; this time, 
however, actual guidance and employment conditions prevailed. 
* 54, pp. 175-77. 
** 45, pp. 258-62. 
*** 25. p. 178 • 
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The results of the two studies indicate that two 
factors, ascendancy and sociability, are relatively free 
from fakability. This fact, coupled with the fact that 
the increase in the scores of the remaining factors was, 
though significant, only moderate as compared with other 
inventories suggests that the forced-choice technique may 
be more foolproof than the more conventional inventory 
technique. 
Reliability~ Validity 
The reliabilities of the five separate scores of 
the Gordon Personal Profile are in the near vicinity of .85 
while for the Inventory they appear to be closer to .83. 
Because of the relative newness of these inventories, little 
information is presently available on them other than that 
presented by Gordon in the test manuals. This is true not 
only of studies of reliability, but also of validity •. 
The tests' author reports no validity coefficients, 
but rather states that the forms should be treated as 
experimental and validated in those situations for which 
application is intended.* Anastasi** reports that "extensive 
validation studies in terms of empirical criteria have been 
conducted with high school and college students, adults in 
various occupations, and clinic patients. The results, 
although not yet fully reported, appear promising." 
* 33, p. 7. 
** 1, p. 546. 
The Guilford-Zimmerman Temperament Scale# 
History !EE Rationale 
92. 
A number of more recent inventories have been 
developed on the basis of factor analysis, an investigation 
of the individual items of existing forms. By intercorre-
lating these items, the investigator isolates or identifies 
the basic factors being measured. 
One of the more significant ventures in this 
direction has been accomplished by J.P. Guilford and his 
associates. Through extensive investigation of personality 
inventories, these investigators identified the following 
13 factors: 
s. Social introversion: shy, keeps in back-
ground on social occasions. 
T. Thinking introversion: introspective, 
reflective, meditative disposition. 
D. Depression: often "blue," worries over 
possible misfortunes. 
c. Cycloid tendency: frequent shifts of mood. 
R. Rhathymia: happy-go-lucky, carefree. 
G. General activity: tendency to engage in 
overt activity. 
A. Ascendance - submission: social leadership 
or dominance. 
M. Masculinity - feminity: similarity of 
responses to those typical of men or of 
women. 
I. Inferiority: lack of self-confidence. 
N. Nervousness: irritability, jumpiness. 
93. 
0, ObJectivity: viewing self and surroundings 
obJectively, not taking things personally. 
Co. Cooperativeness: accepting things and people 
as they are, tolerant, not fault-finding. 
Ag. Agreeableness: not quarrelsome, belligerent, 
or domineering. 
From these basic factors three inventories were developed: 
the inventory of Factors STDRC, the Guilford-Martin Inventory 
of Factors GAMIN, and the Guilford-Martin Personnel Inventory 
which assesses factors "o," "Co," and "Ag." This last form 
was designed especially for industrial use. 
Further investigation led, in 1955, to the devel-
opment of the Guilford-Zimmerman Temperament Survey. This 
inventory includes ten factors identified by Guilford as the 
ten primary personality traits. For the most part, the 
factors included are identical to those of the earlier forms 
even though in some instances the names of the traits have 
been changed for the sake of greater clarity. "E,'.' emotional 
stability, however, is a combination of the earlier factors 
11 C" and "D." 
Description 
The ten areas of the Guilford-Zimmerman Temperament 
Survey are as follows: 
G. General Activity: hurrying, liking for speed, 
liveliness, vitality, production, efficiency 
vs. slow and deliberate, easily fatigued, 
inefficient. 
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R. Restraint: serious-minded, deliberate, 
persistent vs. carefree, impulsive, excite-
ment-loving. (Rhathymia) 
A. Ascendance: self-defense, leadership, 
speaking in public, bluffing vs. submissive-
ness, hesitation, avoiding conspicuousness. 
s. Sociability: having many friends, seeking 
social contracts and limelight vs. few friends 
and shyness. (Social introversion) 
E. Emotional Stability: eveness of moods, 
optimistic, composure vs. fluctuation of moods, 
pessimism, day dreaming, excitability, feelings 
of guilt, worry, loneliness, and ill health. 
(Combination of former C and D.) 
o. Objectivity: thick-skinned vs. hypersensitive, 
self-centered, suspicious, having ideas of 
reference, getting into trouble. 
F. Friendliness: toleration of hostile action, 
acceptance of combination, respect for others 
vs. belligerence, hostility, resentment, 
desire to dominate, and contempt for others. 
(Agreeableness) 
T. Thoughtfulness: reflective, observing of self 
and others, mental poise vs. interest in overt 
activity and mental disconcertedness. 
(Thinking introversion) 
P. Personal relations: tolerance of people, faith 
in social institutions vs. fault-finding, 
critical of institutions, suspicious, self-
pitying. (Cooperativeness) 
M. Masculinity: interest in masculine activities, 
not easily disgusted, hard-boiled, inhibits 
emotional expression, little interest in clothes 
and style vs. interest in feminine activities 
and vocations, easily disgusted, fearful, 
romantic, emotionally expressive.* 
The "Survey" contains 300 items distributed equally 
to the ten traits. Each of these items is expressed as an 
* 1, p. 536. 
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affirmative statement rather than as the more conventional 
type inventory question. This form was selected in an 
effort to minimize the respondent resistance which might 
arise from the direct question technique. 
The greater part of the 300 items concern the 
behavior of the respondent though a few are generalizations 
about other persons. Three examples are given below:* 
You start work on a new project with 
a great deal of enthusiasm ••••••• Yes? No? 
You are often in low spirits •••••••••• Yes? No? 
Most people use politeness.to cover 
up what is really "cut-throat" 
compet1tion •••••••••••••••••••••• Yes? No? 
Answers are recorded on separate answer sheets which may be 
scored by only two hand or machine stencils. The inventory 
is non-timed and takes about 50 minutes to complete.** 
Reliability, Intercorrelation, ~Validity 
The test authors present, in the test manual, a 
table presenting the concensus of various estimates of 
reliabilities. The coefficients are shown to be of the order 
of .75 to .85.*** As Anastasi points out, "higher reliability 
would of course be desirable for the differential interpre-· 
tation of individual profiles."**** 
* 1, p. 536. 
** 8' p. 95. 
*** 8, p. 96. 
**** 1, p. 537. 
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Intercorrelations reported by the test authors 
are in most instances acceptably low though two are reported 
as .64 and .40 indicating that the effort made to obtain 
independent trait categories was not entirely successful. 
In examining the applicability of the inventory to 
the industrial setting a deficiency in published studies once 
again denies accurate appraisal of the instrument in question. 
Two studies reported in the "Validity Information Exchange" of 
Personnel Psycholosy have presented discouraging results though 
it should be kept in mind that such an extremely small amount 
of investigation cannot be justified as criteria for condemning 
or accepting the instrument. Fitzpatrick and McCartY* admin-
istered the inventory to 176 electrical equipment assemblers 
and correlated the results against 1) an eight point merit 
rating scale by immediate supervisors, and 2) a rating of 
average efficiency for an eight week period, The coefficients 
of correlation of G-2, wnich had an "r" of .35 for male 
workers merit ratings but an "r" of -.22 for the efficiency 
ratings of the same workers, 
A more recent study by McCartY** of 69 secretaries 
related the inventory to two sets of criteria, When corre-
lated with a dichotomized salary grade grouping, the inventory 
produced the following negligible results: 
G -,04 
R .00 
A -,17 
s -.06 
E -,05 
0 -.05 
* 76, p. 501-502. 
** 80, p. 202. 
F -.06 
T ,04 
p -.03 
M -.01 
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When rankings of job proficiency by the immediate supervisor 
were used as the criterion somewhat more encouraging results 
were forthcoming. 
G .24+ s .16 F -.06 M .01 
R -.10 E .34++ T -.16 
A .22 0 .22 p .04 
+ significant at the 5 per cent level of confidence 
++ significant at the 1 per cent level of confidence 
The only conclusion that can be drawn at this time is that 
more data is needed and the inventory should be specifically 
validated for the job situation to which it is to be applied. 
!E£ Minnesota Multiphasic Personality Inventory# 
History !E2 Rationale 
The MMPI is a clinical instrument which was con-
structed by Hathaway and McKinley at the University of 
Minnesota in 1940. The inventory was designed as an instrument 
for use in counseling or personnel selection. In contrast to 
the personality inventories we have thus far examined, the 
~~PI was designed to measure all aspects of personality which 
are characteristic of abnormality. Super,* points out, 
however, that an interest has developed in applying the 
inventory to selection situations "apparently in the belief 
that since it is considered a better clinical inventory than 
most others on the market, it should also be a better 
vocational test." 
# Published by the Psychological Corporation, 
304 East 45th Street, New York 17, New York. 
* 23, p. 500. 
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Description 
The MMPI consists of 550 affirmative, self-
descriptive items not unlike the Bernreuter and other 
inventories on which it is based,* The test comes in two 
forms, an individual form consisting of a set of cards which 
the subject is instructed to sort into three piles (True, 
False, and Cannot Say,} and a group form in which the state-
mente are printed in a test booklet and the answers are 
recorded on IBM answer sheets. Both forms may be scored by 
hand stencils, and the group form may be machine scored. 
The individual items are classified under 26 
categorie~ covering such areas as: health, psychosomatic 
symptoms, neurological disorders, habits, family, occupation, 
sex, phobias, morale, and items designed to indicate whether 
the respondent is attempting to influence or fake the test 
results. Sample items are reproduced below:** 
I do not tire quickly. 
Most people will use somewhat unfair means to 
gain profit or an advantage rather than to lose 
it. 
I am worried about sex matters. 
When I get bored I like to stir up some excite-
ment, 
I believe I am being plotted against. 
* 23, p. 500, 
** 1, p. 549. 
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The scoring procedure yields ten different clinical 
scales developed on the basis of specific psychiatric 
diagnosis.* They are as follows: 
Hs. Hypochondriasis Scale. Measures undue worry 
about one's health, 
D. Depression Scale, Measures feeling of unworthi-
ness, uselessness, and undue worry, 
Hy. Hysteria Scale. Measures the degree to which 
subject is like patients who have general 
systematic complaints and/or cardiac symptoms. 
Pd. Psychopathic Deviate Scale, Measures similar-
ity of subject to patients whose main difficulty 
lies in their absence of deep emotional response, 
inability to profit from experience, and 
disregard of social mores. 
Mf. Masculinity or femininity of interest pattern, 
Measures tendency toward masculinity or femi-
ninity of one's interest pattern. 
Pa. Paranoia Scale, Measures ideas, suspicion and 
contempt for the opinion of others, 
Pt. Psychasthenia Scale. ~1easures similarity of 
the subject to psychiatric patients who are 
troubled with phobias (unreasonable fears) or 
compulsions. 
Sc, Schizophrenia Scale. Measures similarity of the 
subject to psychiatric patients who are charac-
terized by bizarre and unusual thoughts and 
behavior. 
Ma, Hypomanic Scale. Measures the personality 
factor characteristic of persons with marked 
over-productivity in thought and action. 
In addition to the ten personality component scales, 
the inventory also provides four "validity scales." The 
purpose of these scales is to supply checks on carelessness, 
* 1, p. 549. 
100. 
misunderstanding, malingering, and the presence of patterned 
responses sets and peculiar test-taking attitudes. The 
validating scores are: 
?. Question Score. The total number of items put 
into the Cannot Say category. 
L. Lie Score. Based upon a group of items which 
make the subject appear in a favorable light, 
but which are unlikely to be truthfully answered 
in the favorable direction. (e.g., I do not 
like everyone I know.) 
F. Validity Score. Determined from a set of items 
very infrequently answered in the scored 
direction by the standardization group. 
Although representing undesirable behavior, 
these items do not cohere in any pattern of 
abnormality. Hence it is unlikely that any one 
subject actually shows all or most of these 
symptoms. A high F score may indicate scoring 
errors, carelessness in responding, gross 
eccentricity, or deliberate malingering. 
K. K Score. Utilizing still another combination 
of specially chosen items, this score provides 
a measure of test-taking attitude, related. to 
both L and F, but believed to be more subtle. 
A high K score may indicate defensiveness and 
motivation to appear "normal." A low K score 
may represent excessive frankness and self-
criticism or a deliberate attempt to make a 
poor impression. 
Reliab1li t y 
The MMPI, and indeed all personality measures, are 
by their nature, or more accurately by the nature of person-
ality, subject to variability in results which have a 
detrimental effect on studies of reliability. This is, of 
course, most easily seen in the case of test-retest corre-
lations. When examining studies of reliability, then, the 
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dynamic nature of personality must be continually kept in 
mind. 
Beyond this difficulty, the test authors call atten-
tion to the fact that the MMPI, unlike most inventories, 
measures clinical syndromes rather than "pure" traits.* This 
precludes a heterogeneity of items which the authors warn 
may also have a lessening effect on reliability coefficients. 
Regardless of these deficiencies, the reported test-retest 
reliabilities range from .71 and .83 according to Super.** 
Conflicting data is reported by Anastasi:*** 
Validity 
The reliabilities cited in the manual, derived from 
both normal and abnormal adults, range from the 
.so's to the low .90's. All these coefficients 
were obtained by retesting after periods varying 
from three days to more than a year. The teat-
retest coefficients found in a group of college 
students, however, were generally lower, although 
only a one-week interval had elapsed between 
testings. The mean of these reliabilities was 
only .61. Six of the nine coefficients fell below 
.70, and two fell below .40. Moreover, split-half 
reliabilities computed for the same college sample 
showed an even wider variation from scale to scale, 
ranging from -.05 for Paranoia to .81 for Psychas-
thenia. For purposes of differential diagnosis 
and profile analysis, it is ap!arent that more 
information re5ardins scale re iahiiitj'!s-re§uired. 
(underlining by this author.) --
An even more complex picture is presented regarding 
the validity of the MMPI. This stems basically from the fact 
* 23, p. 502. 
** 23, p. 502. 
*** 1, p. 552. 
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that the inventory is a clinical or diagnostic instrument 
whose validity is primarily to be found in its effectiveness 
in locating areas of maladjustment in the individual. 
Considered as such, the instrument, according to many pub-
lished studies, has more validity for screening and classifying 
personality abnormalities than any other available personality 
inventory.* Because the number of studies is so great, and 
because by their nature they are so heterogeneous, no attempt 
shall be made here to present individual summaries or 
coefficients. Suffice to say the inventory ls looked upon 
with great expectation as a clinical tool. 
As a means of screening out maladjusted employment 
applicants, the inventory presents a serious limitation which 
we will note in the following chapter is characteristic of 
most clinical tools this is the fact that it is designed 
for use by experienced clinicians who must possess not only 
extensive clinical training, but also an acquired skill'in 
the application of the MMPI itself. Otherwise, the inventory 
should prove to be helpful in such a screening process since 
those who make high scores are extremely likely to have 
personality difficulties. One author has observed, however, 
that shorter and simpler instruments are available for such 
general screening purposes.** 
The amount of study dedicated to examining the 
significance of individual scores in predicting job success 
* 23, p. 503. 
** 1, p. 553. 
,, 
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has been insufficient to draw any conclusions, Some of the 
recorded studies have appeared quite favorable while others 
have been extremely unfavorable, The concensus of ooinion 
seems to be that the M}WI should be used only as a clinical 
instrument. Whether this is itself a valid conclusion must 
be left to the decision of the reader who for more suecific 
data is reffered to Buros' Fourth Mental Measurements Year-
~ which lists a total of 283 references. 
CHAPTER .E.!,Y! 
PROJECTIVE ~ SEMI-PROJECTIVE TECHNIQUES 
104. 
C!IAPTER FIVE 
PROJECTIVE ~ SEMI-PROJECTIVE TECHNIQUES 
Until about the year 1935, the previously discussed 
techniques were the only personality measures widely used in 
this country.* At that time, however, a new method -- the 
projective technique was introduced into the scope of 
American Psychology. This revolutionary concept was in 
essence, a presentation of vague or unstructured stimulus 
situations whose very ambiguity allowed the subject to 
"project" his own feelings or needs into the stimulus. 
The nature of the projective technique was such as 
to all but eliminate "faking." Further, the new method was 
found to elicit a wealth of information concerning the per-
sonality traits of the subject which were unknown even to 
himself. However, the technique had its difficulties as will 
be seen in a short review of the more popular tests. 
The Rorschach ~ 
Perhaps the oldest of the projective methods is the 
famous Rorschach inkblot test developed by Hermann Rorschach, 
a Swiss psychiatrist, about 1920. Over a decade passed before 
the test reached America,. but once here, it gained wide 
acceptance as a clinical tool for determining fundamental 
* 23, p. 486. 
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personality patterns.* The test was originally designed to 
aid the psychiatrist in the diagnosis of mental disorders in 
adults** but in fact has been used far beyond that scope. 
Our concern with the test in this paper will be with its 
usefulness as a tool in the selection process. 
Because of the complex nature of the test only a 
general description will be presented here, The reader 
interested in a more comprehensive study of the test is 
referred to works by Rorschach; Bochner and Halperin, and 
Klopfer and Kelly.*** 
The test is composed of ten white cards on each of 
which is printed an "inkblot." Some of these inkblots are 
black and white, while others contain color. Each inkblot 
varies from every other one in the.series in terms of shading, 
form, and complexity.**** The test is usually administered 
individually (a group technique, The Harrower Method, has 
also been used) and under conditions of good rapport. The 
subject examines each card in order telling aloud what he 
"sees," while the examiner records the responses on a scoring 
blank which includes outlines of the inkblots.***** 
* 20, p. 36. 
** 23, p. 517. 
*** 23, p. 517. 
**** 20, p. 36. 
***** 23, p. 517. 
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Following this performance proper is the inquiry during 
whi.ch the examiner goes back over each of the subject's 
responses asking him how he arrived at the given responses 
and where on each card he "sees" the responses. A third 
step, known as testing ~ limits, is often used to ask 
more specific questions concerning points which are still 
not clear to the examiner. 
The scoring of the test is quite lengthy; often 
taking two to three hours to complete.* Much of this 
difficulty lies in the fact that three separate scores must 
be obtained for each examinee based upon ~ he sees, where 
he sees it, and the qualities £f ~ ~ that stimulated 
the given response. Despite the standard scoring procedures, 
the interpretation of the test lies to a large degree in the 
"intuition of clinicians."** 
Until very recently, little if any study had been 
done in validating the Rorschach as a selection device. 
Although a number of studies have been published in the last 
decade concerning this topic, none of them are conclusive 
enough to warrant individual attention. Therefore, we shall 
merely note that in general studies have proved to be quite 
disappointing. Most of the more favorable literature 
pertaining to this subject has been based on faith rather 
than fact. However, Steiner*** reported the following.: 
* 23, p. 518. 
** 23, p. 518. 
*** 82, pp. 29, 335-43. 
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"A summary of Rorschach studies of 
several occupational groups is presented 
and it is evident that occupational char-
acteristics are beginning to emerge. There 
is an indication that the test can differen-
tiate between successful and unsuccessful 
workers but more detailed studies including 
varied occupational groups must be under-
taken before definite conclusions can be 
reached. The test in its three forms has 
been helpful in spotting the maladjusted 
worker." 
Other criticisms of the Rorschach as a selection 
device have been concerned with its high cost, lack of 
standardization, and the shortage of qualified analysts. 
~ Worthington Personal History 
This is a projective technique designed specif-
ically for industrial use.* In appearance the form is quite 
similar to the standard application blanks used by most 
companies in personnel selection, covering in its four pages 
such areas of interest as family status, education, health, 
pr&vious work experience, and other biographical data. 
The similarity between the Personal History and 
the standard employment application blank is indeed as asset 
to the technique since experience has shown that "job 
applicants usually do not think of it as a test."** (As 
Tomkins and Horn*** have pointed out, there is serious 
question as to whether projective techniques should be 
* 39, p. 161. 
** 81, p. 128. 
*** 26. 
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termed tests.) For this reason the applicant responses are 
less likely to be affected by the conscious desire to portray 
oneself in the most favorable light. Though no data is 
available on the question of fakability, this author would 
make the assumption that faking is of little, if any, concern 
with this particular technique. 
The form {see Page 110) has been designed in such 
a manner that each individual item alaows, and in fact 
requires, that the respondent make an unstructured response. 
No directions are made to the applicant other than that he 
supply the requested information, -- how he undertakes this 
is, in theory, a matter of personality. For example, the 
first item in the form calls for the applicant's name but 
does not indicate whether the surname should come first, 
whether maiden name should be given {in the case of a married 
female,) whether initials should be used, etc. It is the 
sole task of the respondent to decide how each particular 
item should be filled out. 
The technique is further described by authors 
Spencer and Worthington:* 
The Personal History covers most of the 
major life areas and requires responses to many 
items which are actually, if not obviously, 
related. For example, the individual who gives 
meticulous attention to each item on the form 
by handling it in some specific way, as with a 
dash or a "no" when not applicable, might further 
indicate the presence of "compulsive-obsessional" 
* 81, pp. 125-44. 
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trends by listing mathematics and physics as 
favorite high school subjects. Further evidence 
of the strength and direction of such trends 
might come from his giving an array of hobbies 
that included stamp collecting and bowling. 
Insubstantial as these clues might seem, they 
are pegs on which to begin weaving a picture of 
the total individual coming from other sources 
within the Personal History. These "pegs" may be 
moved or re-aligned as new evidence is discovered 
which throws additional light on their meaning 
and implications. No single indicator may be 
important in itself; but when many similar 
strands are woven together - and no contradictory 
elements are found - the portrait begins to take 
shape and dimension. Thus, the related items 
throughout the form provide internal cross-checks 
about most of the aspects of life which are 
important to the applicant's personal and occupa-
tional functioning. 
Each item on the Personal History is scored 
in terms of what it may reveal about the indiv-
idual's feelings about himself, his behavior, and 
his ways of relating himself to other people and 
job situations. 
For those interested in obtaining further under-
standing of the Personal History Technique, authors Spencer 
and Worthington present a sample page of the form with 
illustrative data and interpretation. The treatment by 
those authors of that descriptive material is excellent and 
is deemed, by this writer, to be well worth the reader's 
investigation. 
Following their presentation of illustrative data, 
those authors continue with their description of the method: 
••• it is important to emphasize that the actual 
process of analysis also includes a formal 
quantitative scoring procedure, based on an 
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organized system of psychodynamic factors. To 
illustrate how the scoring method operates, let 
us consider only the first item on the form, the 
title: 
Mr., Mrs., Miss. ______________ • 
It has been found that there are over sixty 
different ways in which the titles on this line 
are handled. Fortunately, there are only a few 
"standard" ways. These are listed below, along 
with the scoring given to each. It should be 
emphasized that the weight given to such scoring 
is automatically modified by the direction and 
extent of corroboratory evidence found in the 
remainder of the form. 
Behavior 
A single straight line through 
"Mrs." and "Miss" 
"Mr." underlined 
Two neat linea drawn through 
each inappropriate title 
"Mr." circled 
Inappropriate titles heavily 
pencilled out 
A single line through each 
inappropriate title 
Scoring 
aggression, 
tendon 
passive-
dependent 
compulsive-
obsessive 
paranoid 
aggressive, 
labile 
light affect, 
compulsive 
The subject's handling of his name may also 
reveal clues, with the caution once again 
repeated that these are clues only. 
Name written out in full, 
including middle name 
First two initials, last name 
written out 
narcissistic 
hypomanic 
First initial, middle and last 
name written out 
First name, middle initial, and 
last name given 
Mutilation of one's name 
through erasure or retracing 
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narcissistic, 
histrionic 
mildly compul-
sive 
anxious, tense 
The terms used in scoring are, of course, a 
kind of clinical shorthand. Because clinical 
language has come mainly from the study of 
pathology, the terms tend to have an unfortunate 
negative connotation. Actually, the behavioral 
tendencies which they represent are simple facets 
of the ways in which normal people adjust to 
everyday life. Only when one tendency is shown 
by the total score profile to be present in an 
exaggerated degree does it begin to have a 
possible implication of poor adjustment. To 
illustrate: a reasonable amount of narcissism 
on a profile is taken simply to represent healthy 
self-confidence. Similarly, some degree of 
aggressiveness is a necessary component of the 
"normal" males' make-up and more of it is needed 
for success in some occupations than in others. 
After each item has been scored throughout 
the Personal History, the scores are totalled and 
put into a profile of clinical categories. Although 
the factors that are scored are quite different from 
Rorschach's, the result is somewhat analogous to 
the score profile derived from the Rorschach test. 
It gives an over-all picture of the person's way 
of reacting to life: his "personality structure." 
As expected, no two profiles ever look exactly 
alike; and of course, considerable experience is 
required to interpret them. Underscoring Inserted 
by this author Of crucial importance is trans-
lation of the clinical picture of the individual 
into everyday language which can be understood by 
the businessman in relat~on to specific job 
requirements. 
It has been found possible to train qualified 
individuals'in the use of the technique so as to 
obtain consistently similar results. In the 
present research program, for example, four 
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different analysts wrote the reports making up 
the total of one hundred and twenty-nine cases. 
While no special study of this point was 
attempted, there was a high degree of congruence 
between interpretations made independently by 
different analysts. 
The chief difficulties of the method are readily 
seen -- not only is a trained and competent psychometrist 
or clinical psychologist needed for the interpretation of 
the data, but he must be trained in the new technique. Though 
the acquisition of proficiency in Personal History interpre-
tation should not be a difficult task for this person, there 
is none the less the very real problem of getting the psychom-
etrist to accept this method unless it shows a suitable 
degree of improvement over the other methods he has at his 
disposal. It seems to this writer that one such improvement 
has been shown -- the Personal History, unlike the Rorschach, 
T.A.T. or some other projective techniques is self-administered. 
The real test of any method, however rests in its validity. 
Unfortunately, there is little that can be presented 
regarding the validity of this technique. The few references 
made to the Personal History in published material consist of 
brief descriptions or mere allusions to the method. Obviously 
this is far from suitable as a basis for recommending or 
accepting this or any other measurement instrument. 
One study of significance, however, was that con-
ducted by the previously mentioned authors in 1952.* The 
* 81, pp. 125-44. 
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study was undertaken for the specific purpose of testing the 
validity of the new projective technique, The results of 
the Worthington Personal History as administered to 129 
currently employed salesmen in a light manufacturing plant 
were validated against job tenure and average sales, 
The results of this research program may be 
,summarized as follows: 
l, Those salesmen rated Average to Above Average 
on their Personal Histories were found to 
have an average tenure fifty-nine per cent 
greater than those salesmen rated Below 
Average to Poor, 
2, Those salesmen rated Average to Above Average 
were found to have average total sales 
one hundred and thirty-eight per cent greater 
than those salesmen rated Below Average to 
Poor, 
3. The biserial correlations presented were .34 
with job tenure and .31 with sales volume, 
The apparent success of the method as shown by this 
single study is,no doubt encouraging, It must be taken into 
• 
consideration, however, that the study was conducted only on 
salesmen -- and salesmen of a single company at that, The 
fact that the Personal History has found limited validity for 
the selection of salesmen for this company, is no indication 
that it will be useful in any other selection situation. On 
the other hand, the results!£! positive. Perhaps further 
investigation will show the method to be of great utility. 
At this point, however, further investigation is a necessity. 
And the best sources of further data are industrial attempts 
to validate the new method for specific use, 
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Other popular clinical-projective techniques are 
the famous Murray Thematic Apperception Test, the. House-Tree-
Person, and the Free Association Test. No attempt will here 
be made to present these manifold methods since at this time 
there is nothing to justify their use as personnel selection 
aids other than the faith of their proponents. 
Tomkins and Horn express their views thusly: 
"The test method is a specialized method, 
with a price we must be prepared to pay. If 
the test method is to yield us information from 
which we can draw limited precise, and true 
inferences, mechanically and with little pain 
and great regularity, then we must forego the 
power of the experimental method, the sugges-
tiveness of the method of free association, or 
such procedures as the T.A.T. The information 
obtained by it may be used for many purposes. 
It is specialized for none of its present uses 
and we doubt that it ever will be 'standardized.' 
Neither will the experimental method be stand-
ardized. The T.A.T., the method of free 
association, the observational method, and the 
experimental method will continue to be useful 
in the generation and testing of hypotheses; 
but they will be teats of nothing in particular."* 
In summary, although the projective techniques 
possess a great amount of diagnostic power, they have inherent 
weaknesses which, to date, have made their effective use in 
personnel selection quite questionable. Chief among these 
1built-in 1 shortcomings is the lack of sufficient standard-
ization -- a problem which is not easily solved, since to 
reduce a method such as the Rorschach to an objectively scored 
device as was attempted by the Harrower Multiple Choice plan 
* 26, pp. 14-15. 
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is, in effect, a prostitution of the ink-blot technique which 
finds its great potentialities in the wealth of information 
it can elicit from the subject, This is the factor which 
makes standardization next to impossible -- a factor which 
is true to an even greater degree in the T.A.T. 
Also of great concern are the time and cost factors 
both of which greatly exceed most of the alternative methods 
of measurement, and the shortage of qualified analysts. 
With all these difficulties involved in their use, 
why do we still find avid supporters of the projective tech-
niques as selection devices? Perhaps the most promising reason 
to date is that presented by Tomkins-Horn: 
"The clinician is apt to favor a method that 
promises everything over a test that answers 
specific questions with certainty. In part, 
he is objecting to being reduced to a 
technician, This is as it should be, but 
testing in the strict sense of the wore 
should not demand more than the confidence 
of a technician,* 
Recognizing the inadequacies .of both the inventory 
and projective methods, we will now review three newer 
approaches to the problem of personality measurement. These 
measures, the Tomkins-~ Picture Arrangement !!!!• the 
Activity Vector Analysis, the Rosenzweig Picture Frustration 
Teat are termed semi-projective techniques, 
They have been so designed as to utilize the 
attributes of the two standard methods with the aim in mind 
* 26, p, 14. 
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of increasing the efficiency of personality measurement in 
personnel administration, And they represent two entirely 
different approaches to the same goal. 
1h! Tomkins-~ Picture Arrangement !!!!* 
Inspired by the great diagnostic power of the T.A.T. 
and the need for a group administered-machine scored test, 
Doctors Silvan S. Tomkins and Daniel Horn developed the 
original version of their Picture Arrangement Test at the 
Harvard University Psychological Clinic in 1942, The test, 
a semi-projective technique, is a diagnostic device originally 
designed as an industrial aid in the selection and guidance of 
personnel. Its primary purpose is to locate maladjustment 
rather than the creation of personality profiles, 
The particular method employed in the Tomkins-Horn 
Test was suggested by the Picture Arrangement subtest of the 
Wechsler-Bellevue Intelligence Test which had been recognized 
' 
as possessing an element of diagnostic potential. 
Description £f ~ !!!! 
The following description of the test is quoted 
from the test manual written ~y Tomkins and Miner.** 
"The teet consists of twenty-five plates 
each containing live drawings of three different 
but related situations with the same "hero" 
* 26. 
** 26, p. 25. 
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depleted in all situations within each plate, 
and in all twenty-five plates. It is the 
subject's task to specify in what order these 
situations· should be placed to make the most 
reasonable sequence. He is asked to indicate 
this order by means of three symbols (a tri-
angle, a rectangle, and a·circle) which appear 
in each plate at the bottom of each line 
drawing and which are to be reproduced in the 
appropriate order on three successive lines 
at the bottom of each page. He is also required 
to write a sentence on each of the three bottom 
lines of each page explaining briefly what is 
going on in each situation. The three drawings 
are shown at angles of 120 degrees so that one 
drawing is always upside down. The plate must, 
therefore, be_ rotated to be completely inspected 
and thus no particular sequence of drawings is 
favored by the order of presentation. It was 
hoped that position factors would be randonlzed 
in this way. • •• This device was not completely 
successful as a control for position factors." 
As previously mentioned, the test was originally 
designed for industrial use and therefore, all the plates were 
concerned with industrial settings and situations. However, 
when the test was redesigned for greater general use, the 
industrial settings were reduced to fourteen plates; the 
remaining eleven plates being concerned with such settings as 
"a hospital scene with and without the presence'of a nurse, a 
heterosexual scene with embrace, a party, a speaker addressing 
a large audience, a child playing a violin, a man alone in bed, 
and a man being hypnotized."* 
This combination of stimuli was integrated into the 
test as a means of sampling the following five general areas 
of the subject's personality. 
* 26, p. 26. 
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1. conform! ty 
2. social .orientation (soc1oph111a, socio-
phobla, aggression, dependence, lability, 
superego) 
3. optimism-pessimism 
4. levels (thinking, phantasy, affect, overt 
behavior) 
5. work orientation (strong work orientation, 
weak work orientation, social frustration 
of work, work inertia, superego in work 
environment. 
scorin5 ~ Interpretation 
The P.A.T. is designed for either manual or machine 
scoring. The manual method will be briefly described here. 
The first step in the scoring of an individual test 
is to transfer the plate arrangements to a scoring sheet by 
means of punched holes. This punched sheet is then super-
imposed over each of sixty-seven "scoring cards" which yield 
the critical information necessary to interpretation of the 
test. 
The first twelve patterns (produced on the first 
three cards of the test) serve to eliminate from further 
consideration any test which has been scored according to some 
preferred arrangement pattern such as LOV, or left, right, 
top. Following these patterns are the conformity keys which 
serve to examine the subject's preference or expectation of 
social norms or his preference or expectation of deviance from 
such group norms. These patterns are followed by the 156 
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variations of the major keys previously mentioned. Matching 
the individual test scores with these scoring plates is 
actually a simplified method of matching the individual's 
score against norms for the various patterns. 
The patterns, however, are not the only sources of 
diagnostic material. Also used are the individual plate 
arrangements and the written responses. The first of these 
the plate arrangements -- must be matched against the norm 
tables published in the text. 
Material is considered to be diagnostic when the 
given plate arrangement or pattern has been given by less than 
5 per cent of the population in the appropriate norm table for 
the testee. These are the "rare" responses -- and the basis 
for diagnosis in the P.A,T. When such arrangements or 
patterns are derived from a test, they are interpreted in light 
of each other, .the author's interpretation tables, and the 
written responses. The last of these three are used as pure 
projective material and therefore demand an amount of sophis-
tication on the part of the interpreter. 
Reliability 
In order to establish the reliability of P.A.T., it 
was necessary to utilize the test-retest method because no 
alternate form of the test exists, and because split-half or 
· odd-even estimates are not adaptable to a test of this kind. 
Tomkins and Miner further point to the difficulty in obtaining 
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significant correlation figures with the test-retest method 
since the individuals being tested are "not exactly the same 
human beings on the two occasions we choose to test them."* 
Therefore, if the test is sensitive to these "mood swings," 
the apparent reliability of the test will be lower than the 
actual condition warrants. 
The test-retest method was utilized in testing 
undergraduate students at Princeton. Two freshman groups 
were administered the P.A.T. One of these groups was retested 
three weeks later, while the other group was not retested 
until their senior year -- a lapse of three years. 
In the three week group there was a change of 32.9 
per cent of responses; and in the three year group there was 
a 45.3 per cent change. Although at first glance these 
figures would seem quite discouraging, further investigation 
showed them not to be so. The reason for this is that the 
great amount of response change was found in the semi-
popular responses -- responses that are not diagnostic. "In 
other words, the very popular and very rare responses are 
quite stable."** 
Applicability 
The authors present no validation figures on the 
test based upon any criterion of job success. The reason for 
* 26, p. 36. 
** 26. p. 41. 
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this is, of course, that the test is not a predictor of job 
success. Rather, as stated before, it is a diagnostic test. 
Therefore, the important figures are those comparing abnormal 
records with the normal. The authors, however, tell us the 
following concerning the use of the P.A.T.: 
"We have used the P.A.T. in clinical work 
for over 13 years, comparing it in individual 
oases with a wide variety of the standard 
clinical techniques and with interview material. 
Employing qualitative analysis of verbal material, 
it has been our over-all impression that the 
test is generally useful. We have found it 
illuminating in the diagnosis of normal person-
a~ities for vocational counseling, personnel 
selection, and guidance, as well as in the 
diagnosis of neurotics and psychotics. The 
material that it elicits is sometimes the same 
or similar to that of the T.A.T. but sometimes 
quite different. In general, the P.A.T. material 
is less rich but more easily related to specific 
stimulus characteristics."* 
1B! Activity Vector Analysis# 
The Picture Arrangement Test we have just taken a 
brief look at is a semi-projective technique inspired and 
patterned after the Thematic Apperception Test. The Activity 
Vector Analysis is also ,, semi-projective, but is patterned 
after the inventory technique. To further distinguish this 
test from the preceding one is the fact that the Activity 
Vector Analysis has been designed for the purpose of predicting 
job success. 
* 26, p. 62. 
#Published by Walter v. Clarke Associates Inc., 
324 Waterman Avenue, Providence, Rhode Island. 
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The Activity Vector Analysis (AVA) is a check list 
of descriptive words designed by Walter v. Clarke for the 
purpose of "determining the probable behavior of a normal 
individual in a gi1ven job situation."* 
It is a self-administered group test designed so 
that it can be administered and interpreted by executives 
who have successfully completed the AVA training program. 
The Analysis is an open-ended check list of 81 
descriptive adjectives and adjectival phrases of a generally 
non-derogatory c.onnotation. This list, known as the Place-
ment Analysis, is administered to the subject with the 
instructions that he respond to it under two conditions: 
first, as to whether or not these terms have ever been used 
by anyone in describing him, and second, as to whether the 
subject believes the terms really describe him. 
The test is scored by means of five stencils which 
yield vectors or behavior elements, and a total score which 
yields the person's activity level against which the 
individual vectors are compared for purposes of interpretation. 
The six scored factors are:** 
1. Activity level 
2. Vector 1 - Aggressiveness 
3. Vector 2 - Sociability 
4. Vector 3 - Emotional Stability or 
/ Emotional Control 
* 31, p. 50 
** 31, p. 5. 
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5. Vector 4 - Social Adaptability 
6. Vector 5 - (unfortunately this is an 
unknown quantity to this 
author.) 
Since each of these factors is scored for column one, column 
two, and the sum total of the two columns, we have a grand 
total of eighteen scores which are plotted on an ~ Record 
Summary ~ which graphically presents three profiles 
(column 1, column 2, and resultant in terms of profiles 
which are read as percentile scores.) The plotting of the 
test scores on this card constitutes the final step prepar-
atory for interpretation. 
The interpreted results of the AVA may be recorded 
on a file form known as the Record Summary!£!!~. In 
describing this form in the Manual 1£! ~ Activity vector 
Analysis, the authors inform us that the following factors 
are recorded:* 
1. The percentile score of the activity level. 
2. The individual vectors -- whether they are 
above or below the activity level. 
3. The deviation is sigma units of the vectors 
4. The job pattern which may be any of the 
following: 
a. Creative 
b. Research 
c. Intellectual 
d. Scientific 
e. Administrative 
f. Administrative -- Rigid 
g. Sales Persuasive 
h. Sales -- Rigid 
* 32, pp. 20-22. 
i. Social work 
j. Social service 
k. Promotional 
1. Computational 
m. Operational 
n. Pedantic 
5. Morale 
6. Conflict 
7. Extensions 
8. Integration of P~tterns 
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Perhaps the presentation of these factors will permit us 
some speculative insight into the nature of the AVA -- a test 
which has gained great popularity and is in use by the u. s. 
Air Force, General Electric, a number of colleges and 
universities and many other industrial firms, etc. 
Reliability~ Validity 
' Extensive study has been made of the test's 
reliability while to the best of this author's knowledge, no 
information has yet been published concerning the test's 
"fakability." We will here examine representative reliability 
figures as presented by Mr. Clarke.* 
"AVA test-retest reliability was deter-
mined for 323 varied occupational cases 
contributed by a large number of business and 
industrial companies located in various geo-
graphical areas of the United States. Product-
moment correlation for the four basic vectors 
and activity level revealed the following 
relationships: 
* 32, p. 26. 
TABLE NO. 6 
TEST-RETEST RELIABILITY* 
N=323 
Activity r 75 .:!: 
V-1 r 73 .:!: 
V-2 r 72 .:!: 
V-3 r 62 .:!: 
V-4 r7l.:t 
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.03 
.03 
.03 
.03 
.03 
The test-retest coefficients appear to be 
highly satisfactory. They were higher, in 
fact, than had been expected because of the 
obvious limitations as far as personality 
tests are concerned, which must be expected 
in test-retest results where no adequate 
control of the environmental situation is 
possible." 
Another approach has also been used to establish the validity 
of the test. This is the eplit-half reliability which yields 
coefficients of internal consistency. In the case of AVA 
these product-moment correlations were significantly high, 
ranging from .92.:!; .02 to .97± .02.** 
The greatest concentrated effort to establish the 
validity of AVA has been conducted under the premise that 
to show significant differences between the job profiles of 
different types of work was the only way to establish the 
validity of the test, This, of course, is not the same as 
* 32, p. 26. 
** 32, p. 26. 
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showing a significant relationship between test-scores and 
degree of job-success. The results of this approach to 
validity indicated that: 
" ••• fairly significant differences are found 
between most of the jobs (used in this study) 
and that where a significant difference is 
not found, there are certain similarities 
between the requirements of the job which 
will justify such a lack of difference. For 
example, although some difference does exist 
between "President" and the classification of 
"Executive" which included vice-presidents, 
general managers, work managers, and the 
significant differences were found, although 
there is some slight difference in the patterns 
as computed. However, significant differences 
do exist between presidents of companies and 
accountants, between presidents and teachers, 
etc. The fact that such significant differ-
ences do exist is an indication of the validity 
of the instrument for the purposes of selecting 
executives, salesmen, engineers, and the like."* 
In summary, it may be said that the Activity Vector 
Analysis has the advantages of being easily administered and 
scored, it may be interpreted by any company executive trained 
as an AVA analyst, and it appears to have fairly good relia-
b1li ty. 
The main disadvantages of the test all result from 
one central detriment -- the absence of adequate study by 
qualified persons outside of Walter v. Clarke Associates, Inc. 
1h! Rosenzweig Picture-Frustration Study 
The Picture-Frustration Study, or P-F Study as it 
is commonly called, is a limited projective procedure for 
* 31, p. s. 
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disclosing patterns of response to everyday stress that are 
of importance in both normal and abnormal adjustment. 
The study consists of 24 cartoon-like drawings 
depicting two characters involved in mildly frustrating 
situations of common occurrence. The person on the left 
of each drawing is saying something which either helps to 
describe the frustrating situation, or else is actually 
causing the second individual's frustration. The figure on 
the right is always the frustrated one, and above his head 
is shown a blank caption box. The subject is instructed to 
examine the pictures one at a time and to write in the blank 
caption box the first appropriate reply which enters his mind. 
The twenty-four plates represent two basically 
different situations. Sixteen of the plates represent ego-
blocking situations in which some personal or impersonal object 
is the cause of the subject's frustration, while the remaining 
eight plates represent superego-blocking situations in which 
the subject is frustrated because of the accusations, charges, 
or incriminations of another person. The authors of the 
"study" point out, however, that this division should not be 
adhered to in too strict a manner since the subject may 
interpret an ego-blocking situation as a superego-blocking 
situation and vice-versa. The final interpretation, they 
point out, should be made according to the subject's frame of 
reference. 
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The rationale of the technique is based upon the 
assumption that the subject will consciously or unconsciously 
identify himself with the frustrated individual in each of 
the pictured situations. If this assumption is correct, it 
may be further assumed that the subject will project his own 
bias into the replies given. In scoring the test, each 
response is assigned a score according to the direction £1 
!h! aggression and the reaction ~· Direction of aggression 
includes the following three areas' 
1. extrapunitiveness -- in which the aggression 
is turned against the environment. 
2. intropunitiveness -- in which it is turned 
upon the subject by himself. 
3. impunitiveness -- in which aggression is 
avoided in an effort to gloss over the 
frustration. 
Reaction type includes: 
1. obstacle - dominance -- in which the barrier 
occasioning the frustration stands out in 
the responses. 
2. ego-defense -- in which the ego of the 
subject predominates. 
3. need-persistence -- in which the solution of 
the frustrating problem is emphasized. 
The percentage of responses found in each of these areas is 
determined as may be a group conformity rating, (GCR) which 
shows the subject's tendency to respond in a manner similar 
to the model responses of the standardization sample.* 
* 1, p. 607. 
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Tentative norms have been established for men and 
women between the ages of 20 and 30 and for college and 
university students. (Children's norms are also available.) 
Scoring, though intended to be objective, is not entirely so, 
and appreciable differences have been noted between the 
scor1ngs of various administrators of the test. 
Commenting on another difficulty of the P-F, 
Symonds* has the following to say. 
"In sp1 te of all the care that the author has 
taken in making his test useful, he is still 
unable to tell the worker how to interpret the 
results. But this Rosenzweig Picture Frustra-
tion Study shares with all other projective 
techniques, a,nd Rosenzweig is fully aware of 
the difficulties. For instance, in spite of 
the fact that the instructions tell the subject 
to write the first appropriate reply which enters 
his mind, the examiner does not know whether the 
response is what the subject would do in a 
similar situation, as depleted in the teet, what 
he thinks he Ought to do, or what he feels like 
doing but would not actually do. 
The teat has value, only when interpreted in the 
light of other facts known about the subject; 
henee, ita main value should be in helping to 
understand the meaning of behavior and person-
ality in terms of the underlying modes of 
response to frustration. Rosenzweig suggests 
that in the absence of experimentally deter-
mined meanings for the responses, one assumes 
that what an individual writes on the test 
indicates how he will respond in real life; but 
this is an untenable assumption, for one never 
knows whether it applies in a given case. · 
The P-F Study, like the Tomkins Horn PAT, lends 
itself more effectively to quantitative scoring and 
statistical analysis than the Rorschach Test or the more 
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open projective techniques. A further advantage of the P-F 
is the extensive work that has been carried on in an effort 
to gather norms and to check the reliability and validity 
of the study. A limitation of this work for our purposes, 
however, is the fact that few studies have been published 
establishing the applicability of the study to industrial 
situations. The results of three studies are summarized 
below. 
Tronzo* studied the value of the Rosenzweig as an 
aid in the selection of department store salespersons. The 
P-F Study was administered to 71 salespersons who had been 
employed for two or more years as full-time salespersons. 
The responses were scored by a test expert and correlated 
against the ratio of the salespersons net sales for a six 
month period to his. sales quota for the same period, The 
reliability of this criterion was found to be .92 signif-
icant at the 1 per cent level of confidence. A two-trait 
score composed of intrapun1~1Te and impunitive correlated 
.27 with the criterion. A three trait score composed of 
need~persistence, intrapunitive, and impunitive correlated 
~30 with the .criterion. Interpreted in another, way, 58 per 
cent of the salespersons who scored above a selected three-
trait critical score achieved a criterion ratio of 106 per 
cent, while 35 per cent of the salespersons below the critical 
score acheived a criterion ratio of 106 per cent. 
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Sinaiko conducted research s.imilar to that of 
Tronzi utilizing 53 department store section managers rather 
than salesmen. The results of the Picture-Frustration Study 
scores were correlated of service and job ratings. The 
results of the investigation are presented in the following 
table. 
TABLE NO. 7 
PEARSON CORRELATIONS BETWEEN ROSENZWEIG PICTURE-
FRUSTRATION STUDY SCORES, LENGTH OF SERVICE, AND JOB 
RATINGS OF 53 DEPARTMENT STORE SECTION MAIIAGERS.* 
Length of Service 
Job Ratings 
Picture-Frustration Stud~ Scores 
E I M o-b ··D N-P 
-.23 .15 .39++ .11 -.12 -.01 
.... 31+ .28+ .25 -.02 -.·+8++ .38++ 
+ significant at the 5 per cent lev•9l 
++ significant at the 1 per cent lev·~l 
As can be seen in the above figures, statistically 
significant nesat1ve correlations were found b9tween extra-
punitiveness and job ratings, and ego-defensi·~re scores and 
Job ratings. Statistically significant posit~ correlations 
were found between need-persistence and job r:atings, and 
between intropunitiveness and length of service. From these 
results the research author drew the followine; conclusions:** 
1. A simple technique of combining P-F scores 
into an index would admit 10 out of 15 top-
rated Section Managers and woul!d reject 11 
out of 15 bottom-rated section Managers if 
a cutting score of plus 2 was used. 
* 55, p. 38. 
** 55, p. 42. 
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2. This investigation suggests that the 
Rosenzweig P-F Study measures factors 
which might have value in an employment 
selection program. 
Less successful results were obtained by Dubois 
and Watson* who employed the P-F Study in combination with 
a series of intelligence tests in an effort to predict the 
success of patrolmen candidates. Four criterion measures, 
academy grades, achievement test results, marksmanship, and 
service ratings, were utilized. None of the individual 
factors were significantly related to the criteria, and the 
highest correlation was achieved by combining three non-verbal 
tests with two P-F variables. This multiple correlation, 
however, was only .29 significant at the 5 per cent level of 
confidence. 
Certainly the evidence is far from sufficient to 
draw any conclusion other than the fact that further study is 
needed. As Symonds** has pointed out: 
In its present .form ••• its value as an objective 
instrument has not been established. Its use 
must therefore be circumscribed by the same 
cautions required in the case of other prOjective 
techniques. 
* 43, pp. 90-95. 
** 8, p. 243. 
CHAPTER~ 
TRENDS ]! PERSONALITY MEASUREMENT 
134. 
CHAPTER SIX 
TRENDS l,! PERSONALITY MEASUREMENT 
In addition to the ever increasing number of inven-
tories based upon the outcomes of factor analyses, a number 
of new tests, based upon a rather different concept, have 
recently been published or are in the developmental stage 
awaiting the time of publication, These tests, known gener-
ally as "objective" tests, are designed in such a way as to 
improve upon both the subjective nature of the inventory 
technique, and the lack of standardization and scoring relia-
bility of the projective measures. 
Basically, these tests place before the subject a 
number of relatively structured yet disguised tasks designed 
to identify behavior characteristics of the individual without 
actually sampling these behavior areas as is done in the case 
of the inventory approach. For example, rather than question 
the subject about the way he would act if placed in certain 
social situations, his sociability might be sampled by having 
him respond to a series of "artificial" tasks* such as those 
shown in Figures 4 and 5. Tasks such as these not only help 
to eliminate the fakability of appraisals, but also remove 
the error resulting from unintentionally inaccurate answers, 
Though the new tests appear quite similar to pro-
jective techniques, they are, in fact, much more structured 
* 1, p. 649. 
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than projective devices; though they appear quite dissimilar 
to inventory techniques; they have in common with these 
methods a number of factors relating to the procedures 
followed in the construction, use, and evaluation of the 
tests.* 
A number of major research programs are currently 
under way which are concerned with the construction, and 
standardization of tests of this type. Only two of these will 
be examined in this paper; the first, the Thurstone "objective 
measures of temperament,"** are still in the developmental 
stage at the Psychometric Laboratory of the University of 
North Carolina, while the second, Cattell's Objective Analytic 
Personality Test Battery, developed at the Laboratory of 
Personality Assessment and Group Behavior of the University 
of Illinois, has been placed on the market.# 
!£! Thurstone Objective Measures £1 Temperament 
Since the Thurstone tests are not available at the 
time of this writing, they will be examined only briefly here 
in order that some understanding of their general nature 
might be derived. 
* 1, p. 649. 
** 93. 
# The Institute for Personality and Ability Testing, 
1602-04 Coronado Drive, Champaign, Illinois. 
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The proposed battery is to contain 65 separate 
tests according to its author.* These individual tests are 
primarily perceptual tasks concerned to a large extent with 
"closure," or the mental completion of an incomplete stimulus 
figure, and "stress," induced by the introduction of con-
flicting perceptual stimuli. Figure 4 is a sample of the 
closure approach, while Figure 5 is a sample stress task. 
This author recognizes in presenting these samples that the 
presentation has been made for the general public and certainly 
cannot be considered a technical presentation. However, the 
two tasks should serve to make more apparent to the reader the 
nature of the new approach. 
Hotchner** describes the Thurstone experiments as: 
" ••• mystery tests which give you no idea of 
whether you're Qoing well or badly because you 
have no idea of what you are being quizzed for. 
The test itself is too tricky to give you even 
a hint of what its about. 
The closure task (Figure 4) asks the testae to 
identify as many as possible of the 26 mutilated words within 
a period of four minutes. The answers are presented below: 
1. bread 10. chicken 19. husband 
2. artist 11. picture 20. candy 
3. pistol 12. rabbit 21. rubber 
4. pickles 13. radio 22. hammer 
5. sweater 14. motor 23. water ,.. 
window 15. lamp 24. cabin o. 
7. blanket 16. sugar 25. turtle 
8. highway 17. letter 26. piano 
9. college 18. ruler 
* 93. 
** 96, p. 34. 
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This test was administered to a group of 350 high-
school students who averaged 13·words right in the four-minute 
time limit.* Twenty correct answers was estimated by the test 
authors to be an exceptionally high score, while nine or below 
was estimated to be low. 
Recognizing the fact that word completion is funda-
mental to fast reading, and that fast readers invariably score 
higher on the test than slow readers, the question arose as to 
why some people identify words faster and better than other 
people. The theory of the Psychomatric Lab authorities is that 
temperament differences between individuals account for the 
differences in their word identification skills. 
An investigation of the persons who took the test 
established the high-scorers to be socially outgoing, confident, 
optimistic, expansive, socially conforming, emotionally stable, 
and artistically inclined, Those scoring low on the test were 
found to be more withdrawn, cautious, studious, easily hurt, 
and preferred creative work rather than practical work such as 
selling or making things, 
The second task, Figure 5, requires the subject to 
call off the colors of the dots going as fast as possible 
without sacrificing accuracy. When this is done, the task is 
repeated and the time is recorded, Then, once again going as 
rapidly as possible, the subject must read off the colors of 
the words, but not the words themselves. The time is recorded 
for this task also. 
* 96, p. 18. 
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The dot s.ection of the test is unimportant except 
for preparing the individual for the word section or latter 
half of the test, Here the factor of stress is introduced 
in the form of a compulsion to read the words rather than the 
actual colors of the words, 
The test authorities relate that scores of 106 
seconds or below indicate that the testee performs very well 
under unexpected stress, The higher the subject scores above 
106, the less able he would be to cope with the strain of 
unexpected stress situations. A score of below 85 seconds, 
however, indicated quite the opposite of what might be 
expected; the person scoring below 85 seconds tended to be a 
pleasure-seeker of irregular habits, disorderly, talkative, 
and "not overfond of hard work" -- inclined rather to take 
life easy.* 
The reasons behind the unexpected results 
are not easy to explain, Dr. Thurstone is most 
cautious in making an analysis but 60es as far 
as this: "It would seem that careful, deliberate 
persons are inherently troubled when they run up 
against unmethodical, unpredictable situations. 
It goes against their nature. Whereas carefree, 
unmethodical persons are not so troubled because 
they have no desire for order,"** 
Another of the tests included in the Thurstone 
battery is the Color-Form Test*** which presents to the subject 
by way of a motion-picture film, a conflicting illusory 
* 97, p. 36. 
** 97, p. 36. 
*** 92. 
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movement of colors and shapes across the face of a clock. If 
the subject observes the constant movement of color regardless 
of the flickering shapes, he will perceive motion to be in 
one direction; if he observes the constant movement of shape 
regardless of the flickering colors, he will perceive the 
motion to be in the opposite direction. 
The test results of 100 volunteer subjects were 
related to a set of 480 personality inventory items with the 
following results: those individuals who were predominantly 
form-conscious were described by inventory results as being 
emotionally stable, socially dominant and outgoing, self-
confident, vigorous, and reality-oriented; while those who 
were strongly color-conscious tended to fall at opposite poles 
of these continuums. Differences were also found between those 
with opposite directional preferences. Split-half reliabil-
ities were reported to be in the .90's for this test.* 
~ Objective-Analytic Personality ~ Battery 
The Cattell 0-A Battery has been referred to as "the 
first truly objective test battery available for definite, 
unitary, personality factors."** Based upon the examination 
of some 300 separate objective personality tests administered 
to over 1,000 normal and abnormal subjects, the battery scores 
18 independent dimensions such as: general neuroticism, 
* 92. 
** 1, p. 651. 
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schizothyme temperament, dominance, integration of the self, 
super ego strength, hypomanic tendency, and level of anxiety. 
The individual tests in the battery are chiefly 
pencil and paper forms measuring actual behavior in minature 
situations, and the complete battery can be administered 
either to groups or individuals.* Group testing, however, 
demands slide projections and sound tapes; while some indi-
vidually administered tests require such equipment as Reaction 
Time apparatus, the Galvanic Skin Reflex, and the Flicker 
Fusion apparatus. 
There are four batteries available for adult subjects. 
1. 
2. 
3. 
4. 
The Adult 12 0-A 
The Adult 12 0-A 
Individual Form. 
The Adult 18 0-A 
The Adult 18 0-A 
Individual Form. 
Battery: 
Battery: 
Battery: 
Battery: 
Group Form. 
Group and 
Group Form. 
Group and 
Each of these batteries ts so designed so that available tests 
can be interchanged and recombined to meet a variety of needs. 
Tests can, in fact, be used individually to test single factors. 
Whether these new tests will better serve the needs 
of industry must be determined by time and trial. The fol-
lowing is said O·f the 0-A Batteries, however: 
* 30, P• 39. 
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Although the batteries are published as 
being still at the experimental stage and 
requiring the competence of a professional 
psycho~ogist for proper scoring, test adap-
tation, recombination, etc., they already 
offer advantages for personnel work over any 
existing routine procedures. Indeed, their 
publication is as an important event for 
applied psychology as for basic personality 
research. In the appl,ied field they bring 
the organizational advantage that henceforth 
predictions of criteria can be made from 
personality factors instead of tests. Thus, 
the results of experience will not be lost as 
particular tests become superseded. The rela-
tionships established will have increasing 
exactitude and richer interpretation as findings 
accumulate on the meaning of these factors, and 
as their measurement continues to be expressed 
in improved tests.* 
* 99, p. 1. 
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CONCLUSIONS 
In reviewing the literature concerning personality 
measurement and its applicability to business and industrial 
selection problems, this author has detected a tendency on 
the part of many authors to settle in one of two camps: those 
favoring the use of personality measurement in personnel 
selection, and those opposed to the acceptance of such a plan. 
The arguments both pro and con have in many cases (and perhaps 
in most cases} possessed an element of validity sufficient to 
question complete acceptance or rejection of personality 
appraisal. Perhaps the reason for this pro or con division 
can be attributed to the peculiar nature of those who have 
contributed to the library of published materials; the possi-
bility being that those who hold extreme views on the subject 
may be more highly motivated to express their views on the 
subject than those who possess an ambivalence of feeling, or 
feelings of less intensity. 
Considering the available information, this writer 
can only come to the conclusion that in some selection situa-
tions certain measures serve a limited, but none the less 
important service. This rather non-committal view seems to be 
of necessity when reviewing not only the five chapters dealing 
with the specific techniques available but also when consid-
ering such factors as cost, and the ethical implications of 
a poorly supervised program. 
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On the other hand, there are a number of extremely 
important considerations which cast a more favorable light 
on the application of personality appraisal techniques to the 
problems of business and industry. Some of these, such as 
placement and counseling, have not been discussed heretofore 
in this paper since our primary concern has been with the 
selection process. However, these related areas are of great 
importance when arriving at the decision to incorporate or not 
to incorporate these appraisal techniques into the selection 
program. 
It is to the various pros and cons of personality 
measurement in personnel selection that this chapter will be 
directed. The general picture will be examined under the 
following six main headings: 
1. Personality measurement as a predictor of job 
success. 
2. Personality measurement as a device for 
screening the maladjusted in1ivid~al. 
3. Personality measurement as an aid to placement. 
4. Personality measurement as an aid to employee 
counseling. 
5. The ethics of personality measurement. 
6. General conclusions. 
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Personality Measurement ~ ~ Predictor of Job Success 
The reader has probably recognized that the preceding 
pages have not presented correlations as significant as those 
published for such other individual characteristics as apti-
tudes, intelligence, dexterities, etc. The relative efficiency 
of personality measures as compared to measures of these other 
individual differences has been effectively presented by Meyer 
and Bertotti in the form of a scale which is reproduced in 
Figure 6. According to this presentation, personality traits 
are the least accurate of the included measures, with emotional 
stability measurement having the lowest degree of accuracy. 
Though this is not an especially attractive portrayal of the 
situation, it is, none the less, an accurate one, and it is 
well that the prospective user of personality measures be aware 
of the severe limitations of the current measurement practices. 
It should be kept in mind, however, that the poor 
general results are not necessarily an indication that person-
ality bears no measurable relationship to sPecific occupations 
and vocations. Rather, a number of possible variables which 
could be the cause of contaminated results have been present. 
In general, these detrimental influences may be attributed to 
one of the following: 1) the inherent weaknesses of the 
measuring instrum.ent or technique, 2) the adequacy of the 
validating study, and 3) the degree of competency of the 
program personnel. Since the last two are inextricably 
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interwoven, they may be considered under the second heading 
while keeping in mind that the adequacy of the initial study 
(and the testing program in general) can be no better than 
the person or persons conducting the program. 
1. !h2 nature of the measurine; instrument. We 
have noted in our study that a number of basic techniques 
exist for the appraisal of personality, and that within the 
scope of each of these techniques there are many individual 
instruments which measure -- or attempt to measure -- a variety 
of traits, vectors, syndromes, complexes, etc., baaed upon a 
variety of personality theories, and varying from one instru-
ment to another. 
It should be remembered, however, that nersonality 
measurement is a relatively new science and the currently 
available instruments are, in fact, experimental tools -- they 
are, perhaps, the prototypes of tomorrow's more efficient 
measures. As was discussed in the preceding chapter, extensive 
research is currently being carried on in a number of colleges 
and universities and commercial test centers in an effort both 
to more accurately define the nature of personality, and to 
devise techniques to more accurately measure its component 
parts. 
Tomorrow's methods, however, will not serve us today. 
Therefore, we are left with the problem of selecting from the 
manifold instruments at our disposal, the instrument or 
instruments which most effectively serve our purpose. This 
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MEASURES OF HUMAN CHARACTERISTICS* 
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* 64, p. 280. 
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problem, of course, is not peculiar to personality measurement 
alone, but to the measurement of all human characteristics. A 
successful selection program is founded upon careful initial 
validation of the instruments to be used. In the case of 
personality measurement, the methods are many and it is best 
to incorpor~te as many individual instruments as possible into 
our initial study, from which we may select those instruments 
which predict, or contain parts that predict job success with 
the greatest degree of accuracy. Perhaps this will be accom-
plish by the combination of a ?atterned interview and a 
semi-projective device, perhaps a combination of two or more 
inventories, or perhaps a single trait scale, vector, or 
syndrome from a specific inventory. 
2. The adequacy!?.! _!d!! validating study. That, 
generally speaking, the specific tools currently available 
have not attained a high degree of perfection cannot be denied. 
This fact does not, however, condemn their usage in situations 
where scientific investigation has established their worth. 
Whatever the job, the only way to establish whether or not 
personality is related to it in any measurable way-- and if 
so, what instruments can best be used for its measurement 
is to conduct a well designed and carefully executed validation 
study. The fact that another company, no matter how similar 
to our own, has or has not had seeming success with uerson-
ality appraisal techniques in selection cannot be accepted as 
evidence that we will recognize a like degree of success from 
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such a program, In like manner, the fact that we have found 
personality measurement to be a helpful tool in predictin~ job 
success for secretaries in department "A" does not mean that 
it will be just as useful in predicting the success of typists 
or file clerks in the same department or office. In each 
individual job situation, the relationship between the results 
of the measuring instrument and an adequate criterion of job 
success must be established. 
Probably the greatest difficulty involved in the 
validating study is the establishment of ad~quate criteria of 
job success. The nature of the problems can only be iden-
tified here since they are particularly involved and constitute 
an area with which this paper is not primarily concerned, 
What is job success? The answer to this question 
alone would necessitate a discussion of the philosophical, 
sociological, psychological, and, of course, economic impli-
cations of work. Since such an investigation can obviously 
not be undertaken here, the following list of criteria is 
presented to indicate the complexity of the situation: 
1. The quality of the work produced. 
2. The quantity of the work produced, 
3. Job tenure, 
4. Job satisfaction. 
5. Acceptance by fellow workers. 
6. Merit ratings, 
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Though such a listing is not complete, it will suffice to 
point out the need for a critical approach to the establish-
ment of criteria. To date, by far the largest amount of study 
has utilized some measure of production as the criteria. The 
most desirable procedure is to establish as many criterion as 
is practical so that correlation procedures can be applied most 
efficiently. 
Another problem that presents itself at this point is 
the method of measuring the degree of success in the particular 
area or areas selected to serve as criteria. It may be rela-
tively easy to obtain production figures for assembly line 
workers, or sales figures for salesmen, but the difficulties 
encountered in merit ratings, for example, are quite pronounced. 
An adequate understanding of appropriate procedures would 
demand an investigation of great length. Therefore, for pres-
ent purposes, let us simply reiterate a basic point -- the 
appraisal program must be established and conducted by compe-
tent personnel possessing adequate formal training in test and 
measurement procedures, and for our present purposes --
depending upon the instruments used and the way in which they 
are used -- adequate formal study of the psychology of person-
ality. 
Other problems encountered in the validating process 
which further point up the need for competent program admin-
istrators are related 'to sample size, statistical procedures 
152. 
for developing correlations, and the validating procedure --
whether it be the "present-employee" method or the "follow-up" 
method. 
Personality Heasurin~ as a Device for Locating ~ Maladjusted 
Individual in Screen ng--
As has been indicated a number of times throughout 
the text of this paper, certain methods of personality 
appraisal may serve the diagnostic function of locating areas 
of maladjustment in the job applicant. If the personality 
integration of the job candidate is so poor that the person 
may have difficulty adjusting to any work situation, he may 
be either screened out or given professional assistance in 
solving his emotional problems.* The benefits of such a 
screening procedure are, unfortunately, not measurable; there-
fore, we must employ the technique on face validity alone. 
When such a screening procedure is utilized great 
care must be taken to definitely establish the presence of 
maladjustment in the individual before arriving at any decision 
not to hire, or to refer for treatment. In this connection 
an extremely important point must be emphasized and re-empha-
sized: a screening program of th1s tYPe must be placed i~ the 
. 
hands of a highly qualified person; preferably a PhD in 
clinical psychology or a hishly competent psychometrist. 
Remember -- the personnel office is not an adjustment clinic 
and should under no circu:nstances be used as such. It cannot 
* 23, p, 485. 
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be over-stressed that great harm can come to an individual as 
the result of a diagnosis by a personnelman who considers 
himself an amateur psychiatrist. The individual comoany 
should make it a standing policy that absolutely no "treat-
ment" -- no psychotherapy -- be permitted no matter how 
qualified the personnel conducting the screening prosram. 
Concerning the techniques used in a program of 
screening the maladjusted, it will be of greatest value, and 
indeed of necessity, that more than one appraisal technique 
be relied upon. Thus, a proper program may consist of such 
instruments as the MMPI, and P.A.T., and a clinical inter-
view; or perhaps the application of a projective technique 
coupled with a clinical interview. 
Before leaving this topic, it will be well to con-
sider the following excerpt from an article by Gellerman* 
entitled "The Ethics of Personality Testing." 
Some deviations ••• are very much manage-
ment's business. Alcoholism, psychopathic 
tendencies, and other conditions which affect 
reliability, should be interpreted (not just 
reported) to management. But a condition that 
is not "healthy,".or adjusted, or socially 
approved, such as a sexual disorder, is not 
necessarily anybody's business but the 
testee's. 
Personality Measurement as~ !!2 1£ Placement. 
The term placement refers to the specific assign-
ment of an individual within the general category of work for 
* 61, pp. 33-34. 
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which he has peen hired. For example, if a chemist has been 
employed, he should ooviously oe placed on a joP that ful-
fills certain oasic needs to oath chemist and employer. Not 
only should his capacities oe fully recognized, out he should 
recognize adequate self-satisfaction. 
Personality measurement as well as special abilities, 
interests, etc., may play an important part in the effective 
placement of workers. We may, oy proper appraisal methods, 
identify those workers who would work best in groups and those 
who would work best in isolation; those who can perform 
repetitive tasks most· efficiently and those who function best 
1n making decision. As Gellerman* points out, the many "so-
called personality disorders" are not necessarily detrimental 
to successful job performance: in fact, some kinds of 
neurosis are advantageous in certain kinds of jobs. 
The important point to remember iri this connection 
is that the best selection procedures can be nullified by poor 
placement procedures, and personality measurement, as well as 
other measures, can be an effective tool in successful place-
ment procedures. 
Personality Measurement!! !ll ~ J£ Employee Counseling. 
Though a well integrated selection program designed 
to accomplish the preceding three tasks should be helpful in 
reducing worker dissatisfaction, it should be recognized that 
* 61, p. 34. 
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no selection program, no matter how effective, can or should 
be expected to take the place of a company policy based unon 
good employee relations. For the greatest amount of discon-
tent and grievance no doubt owes its conception to 
circumstances arising in the work environment, Recognizing 
this fact, progressive managements have placed increasingly 
greater emphasis on the human relations aspects of the work 
situation. 
One of the Natural developments arising out of this 
aspect of the era of enlightened management has been the 
adoption of employee counseling programs, As an aid to suc-
cessful counseling practices, personality appraisal methods 
have quite expectedly come to play an important role as a 
means of achieving a basic understanding of the individual, 
This has been true, unfortunately, not only in the formal 
counseling situation where the merits of such a program can be 
readily seen, but also in what might be termed. informal coun-
seling situations such as those arising out of everyday work 
relations between foreman or supervisor and worker. This 
practice calls our attention once again to a question of ethics:· 
should the personal information characteristically found in 
personality appraisals be made available to foremen and super-
visors -- or even to company presidents and vice-presidents? 
This topic will be·discussed under the general question of 
ethics. 
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Another question, however, and one which is basic 
to the application of personality appraisal information to 
the counseling situation, has to do with the relative effi-
ciency of counseling techniques. The recent work of 
Carl Rogers* in the area of non-direction or client-centered 
counseling has opened the door to a completely new approach 
to counseling procedures, and one which finds no place for 
psychological tests. 
'1/hether the new philosophy (for 1t is a philosophy, 
and not just a technique) will eventually replace the eclectic 
procedures of most present-day counselors remains to be seen. 
Its acceptance has been on a grade scale, and its prouonents 
express unwaivering faith in its philosophical and psycho-
logical "correctness." As a practical matter, though, every 
company does not, at least at present, have a Rogerian-
trained counselor in its employ. Therefore, the counseling 
approach may present little, if any, real difficutly. 
In summary, then, if counseling practices are to be 
I 
integrated into the industrial relations program, and if 
appraisal methods are to be utilized in this context, it will 
be well to weigh this fact in arriving at the decision as to 
whether or not such personality measures will be incorporated 
in the selection process. 
1Q! Ethics 2f Personality Measurement 
Probably the greatest amount of opposition to the 
industrial use of personality appraisal techniques, and 
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certainly the most vehement, has come from those concerned 
with the moral and ethical implications of the practice. 
This appears to be not merely an attack on personality measure-
ment per se, but rather, a part of a much more profound concern 
with all facets of human engineering in general and their 
effects on the freedom of the individual •. 
The problem here, then, is not one which can be 
solved in terms of psychology nor is it one that in fact can 
be solved at all. It must be appraoched and examined, however, 
as a philosophical problem. Reliability and validity play but 
a small part in this question of right and wrong, as do most 
of the eco~omic and psychological factors so far considered. 
This being the situation, then, it would seem that the reso-
lution of the difficulty would, of necessity, have its source 
in individual thought. , 
The situation, as perceived by this particular 
author, is somewhat dichotomized; if the concern is with the 
inherent ethical and moral implications of personality 
appraisal -- the question of "pidgeon-holing" people -- then 
' I would come to the support of the defendent. Personality 
measurement as well as the measurement of intelligence, skills, 
aptitudes, interests, etc. is directed toward the recognition. 
and development of individual differences -- a concept basic 
to individual freedom. If, however, the concern is with the 
ethical and moral implications of personality appraisal as it 
is used in business and industry today, then the validity of 
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many of the opposition arguments must be recognfzed. This 
constitutes one of the major pitfalls of the personality 
appraisal movement: the attention of personnelmen and 
psychologists ~s been too taken up with the question of 
validity and costs, and not enough with the protection of the 
individual's reputation and dignity. 
In this connection it would be well for all concerned 
with personnel selection and psychometrics to read and give 
serious thought to an article of Gellerman* an excerpt from 
which follows: 
What kinds of information does management need 
about an individual's personality to make 
sensible hiring, placement, and training 
decisions? It seems obvious that suuerfluous 
probing, which neither improves management's 
decision-making nor contributes to the testae's 
welfare, should be done away with. Being a 
personnel man or even a psychologist does not 
confer the license to poke about in somebody 
else's private affairs- unless one has his 
consent and can demonstrate that it will be 
helpful to him. 
·Tests should be used only to obtain data 
that are directly relevant to the probable 
work performance of the testee, or that will 
help management in developing him. The crux 
of the issue is, of course, just what is 
directly relevant. There are still many 
honest differences of opinion as to how deeply 
one must search to provide the information 
management needs. But this should not pre-
clude common sense and clear thinking. 
It has been widely (and naively) assumed. 
that any aberrant personality tendency is 
vocationally significant. Some tests, partic-
ularly the projective kind, are sufficiently 
* 61, pp. 33-35. 
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sensitive to pick up the underlying emotional 
debris that can be found in any personality 
structure - even the most productive and 
resilient ones. In our zeal to screen out 
the potentially unfit person, some of us have 
tended to forget about the defense mechanisms 
that keep underlying tendencies from being 
acted out. We are beginning to recognize now 
that many so-called personality disorders are 
not at all disabling vocationally; in fact, 
some kinds of neurosis seem to give their 
victims a distinct advantage in certain kinds 
of jobs. 
In general, it should not be necessary 
to penetrate very far, if at all, into intimate 
or sensitive areas to obtain the information 
needed for management appraisals. Affectations 
and "facade" can be sidestepped without . 
plunging into the deeper levels that are poten-
tially embarrassing to testees. It may be 
useful in the clinic to explore such esoteric 
matters as sexual identification and oral 
eroticism, but for industrial testing it is 
superfluous- and needlessly inquisitive. 
Some deviations, of course, are very much 
management's business. Alcoholism, psychopathic 
tendencies, and other conditions which affect 
reliability, should be interpreted (not just 
reported) to management. But a condition that 
is not "healthy," or adjusted, or socially 
approved, such as a sexual disorder, is not 
necessarily anybody 1 s business but the testee's. 
Projective tests pose special ethical 
problems, because they can be used to throw 
light on many areas of personality which do not 
directly affect job performance. For this 
reason, they should be used on:·r ':!y qualified 
professionals. The data given to ·1anagement 
from projective test findings el'o'11 i be 
restricted to matters of direct, •JI~!'tinent 
concern to it. For example, '.t. sh011ld be quite 
sufficient to say that a ma:1 '···'~ 11 c>robably 
cooperate with his supervisor, .:Jt'"out having 
to add any specula tiona about : CJ r·ela tionship 
with his father. 
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Safeguarding the Privacy of the Testee 
The most potent and lasting danger to the 
privacy of the testee is the fact that his 
test papers are preserved, but are not under 
his control. Unless he feels assured that 
they are treated with the utmost confidence, 
he is free to suspect that just about anyone 
who wants to see them badly enough can do so. 
Except where test papers are retained for 
research purposes, they should be destroyed 
when the employee leaves the company which 
holds his test records. Access to these papers 
should be restricted to as few people as 
possible - only those who will have to partic-
ipate in key management decisions concerning 
the testee. The fewest possible copies of 
test reports should be prepared, and their 
circulation and filing within the company 
should be strictly controlled. Unauthorized 
persons who attempt to gain access to these 
papers- their own or anyone else's- should be 
reported to the personnel director. Clerical 
employees who handle test papers or reports 
should be carefully screened and warned that 
the information is strictly confidential. 
Outside consulting firms face special 
problems, since they have an obligation both 
to the firm that retains them and to the indi-
vidual tested. In general, such a firm should 
not reveal its findings to any company or person 
other than the original client, unless it has 
the testee 1 s permission in writing. The testee 
is entitled to learn what the consultant's 
findings were. However, he should be prepared 
to bear the expense of a conference or report, 
and should understand that the consultant 
cannot disclose the exact nature of the report 
that was made in confidence to management. 
Test users should specifically define their 
obligations to the testee - chief of which is 
protecting the privacy of his test results. 
They should assure his that the results will 
not be revealed to anyone but the executives 
who are directly responsible for his super-
vision and development. A small card or brochure 
containing such as assurance - given to the 
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testee before he is tested - would do much 
to allay any anxieties or opposition. A 
desirable side effect, incidentally, would 
be more valid test results. In addition, 
wherever possible, the test results should 
be discussed with the testee by a qualified 
person, in complete confidence. 
The formal code of ethics of the American 
Psychological Association might serve as a 
useful guide for industrial test users. It is 
not, of course, binding on non-psychologists, 
and would probably have to be revised in 
certain respects to fit the special needs of 
industry. 
Should industrial test users subscribe 
to a formal code of ethics for themselves7 
They probably should - because they need to 
continue using personality tests, and many 
people will continue to feel that these can 
invade privacy. Whether each company should 
work out its own code, or whether there should 
be a uniform code for all is a matter for 
discussion. But that discussion should begin 
now, not after public confidence in tests and 
testing has deteriorated beyond hope of 
repair. 
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